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Preface 


In  the  course  of  our  studies  in  management  the  topic  of  unionization  of  professional 
people  and  the  problems  associated  with  it  have  been  of  much  interest.  This  phenomenon 
of  professional  unions  is  relatively  new  and  little  understood  in  our  society.  Prior  to 
the  research  effort  by  Richard  G.  Gilpin  and  Charles  D.  Haas  in  1974,  there  was 
limited  empirical  data  available.  This  study  hopes  not  to  only  provide  additional 
information  in  this  area  but  also  to  inhance  our  own  personal  understanding  of  the 
forces  that  are  at  play  in  the  realm  of  unions  and  professional  people  in  both  the 
private  and  public  sectors  of  society. 

Without  the  help  of  several  people  this  thesis  would  have  been  much  more  of  a 
monumental  task  as  it  has  already  been.  We  extend  our  thanks  and  appreciation  to 
our  classmates  and  others  who  aided  us  with  both  their  time  and  effort.  Specifically, 
first  to  our  thesis  advisors,  Lt  Col  T.  Roger  Manley  and  Maj  Charles  McNichols. 

Thanks  goes  to  these  gentlemen  for  their  unfailing  support  and  interest  in  this  project, 
for  the  technical  assistance  in  helping  us  to  accomplish  the  statistical  analysis  that 
at  first  seemed  beyond  our  comprehension,  for  providing  counsel  and  guidance  when 
we  were  lost  and  confused,  and  most  important  for  the  unceasing  words  of  encourage- 
ment that  helped  us  overcome  the  seemingly  insurmountable  obstacles  during  our 
moments  of  dispair.  Thanks  to  Thomas  Hurley  and  his  assistant,  Doug  Buck,  from  the 
civilian  personnel  division  of  ASD,  who  provided  us  with  information  and  materials 
that  enabled  us  to  identify  our  sample  population  and  distribute  the  questionnaires. 

Also,  to  Sandye  Jennings  for  her  understanding  and  support  in  typing  this  thesis. 
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Abstract 

The  purpose  of  this  study  was  to  survey  the  attitudes  of  scientists  and  engineers 
toward  federal  government  employee  unions  and  to  compare  those  findings  to  a 
similar  study  accomplished  two  years  ago.  A questionnaire  consisting  of  39  demo- 
graphic-type questions  and  30  questions  measuring  attitudes  was  administered  to 
996  individuals.  Sixty-nine  percent  of  the  surveys  were  returned  in  time  to  be 
included  in  the  analysis. 

Results  of  the  analysis  indicated  that  overall  job  satisfaction  predominates 
among  scientists  and  engineers.  There  is  general  satisfaction  with  supervision  but 
dissatisfaction  with  top  management.  In  general,  attitudes  toward  unions  and  union 
membership  are  negative.  This  negative  opinion  extends  to  union  practices,  powers, 
and  leadership.  It  appears  that  the  knowledge  possessed  by  the  respondents  concerning 
unions  does  not  have  a significant  impact  on  their  attitudes.  The  negative  conception 
appears  to  be  rather  a product  of  a considered  opinion  of  the  oims  and  activities  of 
unions  and  not  upon  some  connotation  of  the  word  "union." 

Additional  statistical  analyses  performed  on  the  data  ger  erally  confirm  the 
findings  of  the  previous  study.  They  also  show  that  the  attitudes  toward  unions  of 
the  entire  work  force  of  scientists  and  engineers  have  become  i.iore  negative.  In 
addition,  indications  are  that  attitudes  toward  the  individual's  organization  have 
become  more  negative. 

This  study  thus  confirms  a previous  empirical  study  and  suggests  possible  areas 
which  might  be  fruitful  for  further  investigation. 


I.  INTRODUCTION 


Background 

During  the  last  several  years,  unions  appear  to  have  lost  ground  in  their  battle 
to  represent  workers  in  collective  bargaining  with  employers.  While  the  number 
of  individuals  represented  has  increased,  the  percentage  of  the  total  work  force 
represented  has  declined  (29:65).  However,  there  are  groups  within  the  work 
force  which  have  shown  marked  advances  toward  unionization.  One  of  these 
groups  is  government  employees  (26:35). 

Blue-collar  federal  employees  are  heavily  organized,  and  now  union  leaders 
are  looking  at  white-collar  workers  as  a potential  source  of  many  new  union 
members  (27:14).  Attempts  to  organize  white-collar  employees  are  not  so  strange 
as  they  might  seem,  since  these  attempts  are  following  successes  in  the  organization 
of  white-collar  employees  in  the  private  sector  (15:8). 

The  ability  of  a union  to  organize  a group  of  employees  for  collective  action 
is  directly  influenced  by  the  attitudes  those  individuals  hold  of  their  employment, 
their  employer,  and  unions.  Therefore,  an  understanding  of  these  attitudes  is 
valuable  to  union  leaders  in  determining  whether  or  not  organizational  efforts 
are  likely  to  succeed.  Similarly,  it  is  important  to  managers,  for  by  focusing 
on  employee  concerns  and  satisfying  employees'  needs  it  is  possible  to  ward  off 
the  threat  of  having  to  deal  with  a union. 

As  indicated  by  the  title  of  this  thesis,  this  effort  will  be  follow-on  study. 

It  is  a continuation  of  the  research  undertaken  by  Captains  Richard  G.  Gilpin 
and  Charles  D.  Haas  concerning  the  attitudes  of  federally  employed  scientists 


and  engineers  toward  unions.  This  study  will  be  conducted  in  much  the  same  manner 
as  the  Gilpin  and  Haas  investigation.  As  a result  of  lessons  learned  in  the  earlier 
effort,  however,  it  will  be  somewhat  broader  in  scope.  Our  intent  in  undertaking 
this  research  is  to  provide  a data  base  which  might  be  valuable  to  both  management 
and  labor  concerning  the  attitudes  of  scientists  and  engineers  and  to  indicate  a.iy 
trends  which  might  exist  in  those  attitudes. 

The  Problem 

The  problem  which  will  be  addressed  in  this  thesis  is  twfold.  The  first  portion 
deals  with  the  fact  that  there  is  little  empirical  data  available  concerning  the 
attitudes  of  federally  employed  professions  toward  unions.  This  study  will  add 
to  the  data  that  does  currently  exist.  The  second  portion  of  the  problem  deals 
with  the  fact  that  conditions  are  constantly  changing,  and  therefore  information 
must  be  periodically  updated  in  order  to  be  useful.  The  information  gained  from 
this  investigation,  combined  with  the  previous  study,  will  allow  some  conclusions 
to  be  drawn  concerning  trends  in  attitudes  of  the  population  concerned.  These 
trends  will  be  specific  in  some  cases  or  may  be  generally  applicable  in  others. 

Trends  and  Data.  Executive  Order  10988  is  now  nearly  15  years  old.  The  order 
opened  the  way  for  federal  employees  to  organize  and  bargain  with  government 
management  representatives  on  a limited  scale  (3:121).  Large  scale  organizing 
efforts  have  taken  place  since  that  time,  but  they  have  been  aimed  primarily  at 
blue-collar  workers.  Between  1963  and  1975,  for  example,  the  American  Federation 
of  Government  Employees  (AFGE)  has  tripled  its  membership  and  now  represents 
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over  600,000  federal  employees  primarily  in  blue-collar  jobs  (3:120).  Despite 
this  fact,  there  is  still  little  information  available  for  the  use  of  either  management 
or  labor  representatives  in  determining  the  needs  and  desires  of  white-collar  federal 
employees. 

A second  aspect  of  the  problem  is  indicated  by  the  fact  that  in  the  American  work 
force,  professional  and  technical  employees  are  the  fastest  growing  segment  and  now 
constitute  one  seventh  of  the  entire  work  force  (3:120).  As  the  character  of  the 
work  force  is  changing,  so  seems  to  be  the  attitude  of  these  white-collar  employees 
toward  unions.  Private  sector  unions  have  made  significant  gains  amoung  professional 
employees  in  the  last  fifteen  years,  and  white-collar  workers  now  make  up  17.4 
percent  of  all  union  membership  with  about  3.8  million  members  (3: 120). 

It  seems  logical  to  conclude  from  the  above  that  federally  employed  white-collar 
employees  may  be  prime  candidates  for  organization.  Government  employee 
unions  are  growing  at  astonishing  rates,  and  private  sector  white-collar  unions 
are  doing  likewise.  But,  one  might  ask,  how  is  this  a problem? 

Results  of  Unionization.  It  might  be  said  that  this  growth  of  unions  in  both  public 
and  private  sectors  is  not  bad,  and  is  in  fact  good  because  it  is  the  way  businees  is 
done  in  the  United  States.  However,  there  are  notable  exceptions  to  this  opinion, 
particularly  when  one  talks  about  the  taxpayers'  money.  Such  a notable  as  Senator 
Strom  Thurmond  expresses  the  opinion: 

"Government  is  government  only  because  it  and  it  alone  has  the  power  to  rule 
by  compulsion.  Are  we  to  have  sovereign  government  or  are  we  to  have  public 
sector  collective  bargaining?  We  cannot  have  both"  (26:45). 

Other  public  leaders  express  the  opinion  that  union  leaders  are  irresponsible,  and 
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that  when  they  use  the  strike  in  the  public  sector  they  are  using  a political  weapon 
and  not  strictly  an  economic  one  (26:43,49). 

While  some  of  these  opinions  may  be  posturing  of  a sort  and  therefore  somewhat 
overstated,  they  indicate  that  it  might  be  advantageous  to  examine  what  things 
might  change  as  unions  become  stronger  and  laws  undergo  change.  This  examination 
will  be  most  useful  to  this  study  when  it  is  brought  to  the  level  of  federally  employed 
white-collar  workers.  Although  salaries  are  governed  by  law  and  therefore  would 
not  now  be  subject  to  negotiation,  there  are  many  areas  which  might  be  affected. 

One  of  these  areas  might  be  the  level  and  distribution  of  fringe  benefits,  which, 
although  not  a direct  salary  payment,  could  be  costly  to  the  government  as  an 
empl  ver.  Another  change  which  might  take  place  is  the  institution  of  a formally 
administered  grievance  system  creating  more  work  for  supervisory  and  management 
personnel.  An  additional  area  which  might  reflect  directly  upon  budget  constraints 
might  be  negotiations  concerning  working  conditions,  overtime  pay,  and  type  of 
work  employees  are  allowed  to  perform  (24: 15)(15:8).  These  are  by  no  means  all 
the  areas  which  might  be  affected  should  these  white-collar  workers  decide  to 
unionize,  but  they  point  the  way  to  decreases,  possibly  significant,  in  the  flexibility 
exercised  by  management  in  performing  its  role  within  the  organization. 

As  was  stated  earlier,  the  ability  of  a union  to  organize  a group  such  as  scientists 
and  engineers  must  rest  upon  their  attitudes  toward  the  union,  their  employer,  and 
their  work.  Consequently,  these  attitudes  are  the  focus  of  this  investigation.  This 
research  provides  data  base  upon  which  management  and  labor  may  base  decisions 
concerning  the  feasibility  or  desirability  of  unionization. 
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Organizations  to  be  Surveyed 
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The  organizations  surveyed  during  this  research  effort  are  all  located  at  Wright- 
Patterson  Air  Force  Base.  Most  of  these  organizations  are  part  of  two  major 
organizations  which  constitute  the  majority  of  the  laboratories  at  Wright-Patterson 
employing  scientists  and  engineers.  The  first  is  Aeronautical  Systems  Division 
(ASD),  the  largest  of  the  organizations  surveyed.  ASD  is  a component  of  Air 
Force  Systems  Command  (AFSC)  and  has  within  it  another  organization  which  was 
surveyed,  the  4950th  Test  Wing.  The  second  major  organization  included  in  this 
study  is  also  within  AFSC  at  the  same  organizational  level  as  ASD.  That  organiza- 
tion is  the  Air  Force  Wright  Aeronautical  Laboratories  (AFWAL.)  AFWAL  was 
established  in  1975  for  the  prupose  of  consolidating  four  major  Air  Force 
laboratories:  the  Flight  Dynamics  Laboratory  (FDL),  the  Avionics  Laboratory  (AVL), 
the  Materials  Laboratory  (MTL),  and  the  Aero  Porpulsion  Laboratory  (APL). 

Two  other  organizations  involved  in  scientific  and  engineering  work  are  included 
in  the  survey.  They  are  the  Aerospace  Medical  Research  Laboratory  (AMRL)  and 
the  Human  Resources  Laboratory  (HRL).  These  two  laboratories  are  primarily  involved 
in  providing  information  concerning  the  medical  and  human  factors  associated  with 
any  weapons  system . 

Objectives 

With  regard  to  the  preceeding  discussions,  the  objectives  of  our  research  are: 

1 . To  survey  the  attitudes  of  federally  employed  scientists  and  engineers  at 

several  Wright-Patterson  Air  Force  Base  laboratories  toward  unions.  This  will 
not  only  provide  data  for  our  research,  but  it  will  serve  as  a data  base  for 
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possible  future  studies. 

2.  To  use  the  results  of  this  survey  to  either  confirm  or  dispute  the  findings  of 
Gilpin  and  Haas  concerning  the  attitudes  of  these  professionals  toward  unions. 

3.  To  attempt  to  establish  a cause  and  effect  relationship  with  respect  to  the 
attitudes  scientists  and  engineers  hold  toward  unions. 

4.  To  attempt  to  draw  conclusions  concerning  trends  in  attitudes  toward  unions 
among  federally  employed  scientists  and  engineers. 

Scope  and  Assumptions 

In  order  to  limit  the  scope  of  this  research  effort,  the  survey  is  limited  to  a sample 
of  professional  civilian  workers  employed  by  the  federal  government  at  Wright- 
Patterson  AFB.  The  group  consists  mostly  of  scientists  and  engineers,  and  it  is 
essentially  the  same  population  used  in  the  Gilpin  and  Haas  study.  There  have  been 
some  limited  additions  for  broadening.  Technicians  have  been  included  and  are 
considered  as  being  professionals.  There  are  approximately  3000  of  these  professionals 
employed  at  Wright-Patterson,  and  the  survey  sample  of  approximately  1000  is 
drawn  from  a compterized  list  obtained  from  the  Personnel  Division  of  the 
Aeronautical  Systems  Division. 

The  successful  outcome  of  this  study  is  based  upon  the  following  assumptions: 

1 . The  randomly  selected  sample  of  scientists  and  engineers  will  serve  as  a 
representative  cross  section  of  all  the  3000  population. 

2.  Personnel  responding  to  the  survey  will  be  truthful  and  unbiased  in  expressing 
their  attitudes  toward  unions  since  their  anonymity  will  be  ensured. 
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3.  In  order  to  draw  any  general  conclusions,  recognizing  that  there  may  be 
some  unique  properties  which  characterize  this  population  due  to  local 
conditions,  they  are  essentilly  representative  of  all  federally  employed 
scientists  and  engineers. 

With  this  statement  of  the  assumptions  governing  this  survey  effort,  the  basic 
questions  of  why  the  research  is  being  conducted,  what  is  to  be  accomplished, 
and  what  the  bounds  of  the  effort  are  to  be  are  answered  in  brief.  The  following 
chapters  will  define  the  state  of  being  of  this  portion  of  public  sector  employment, 
describe  exactly  how  the  research  is  conducted,  and  finally  present  the  findings 
derived  from  the  data  gathered. 
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II.  SURVEY  OF  THE  LITERATURE 

As  part  of  this  thesis  effort,  the  writers  conducted  a survey  of  the  literature 
concerning  efforts  toward  unionization  of  professionals,  particularly  scientists  and 
engineers,  during  the  past  two  years.  The  purpose  of  this  literature  search  was  to 
gain  a general  appreciation  for  the  economic,  political,  job  market  and  other  factors 
that  may  have  a bearing  on  the  actions  of  unions  to  organize  scientists  and  engineers 
in  both  the  private  and  public  sectors. 

This  studv  examines  the  attitudes  of  essentially  the  same  survey  group  evaluated 
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by  Gilpin  and  Haas  two  years  ago.  Since  this  group  is  just  a small  segment  of  the 
total  number  of  scientists  and  engineers  in  the  United  States,  local  factors  may  have 
a significant  bearing  on  the  outcome.  Therefore,  the  conclusions  of  the  current 
survey  may  not  be  generally  applicable  to  scientists  and  engineers  in  research 
development,  test  and  evaluation  (RDT&E)  throughout  the  United  States.  In  an 
attempt  to  gain  some  understanding  of  the  possible  impact  of  local  factors  on  the 
attitudes  of  the  respondents,  research  was  conducted  in  the  form  of  interviews  and  a 
literature  search.  The  information  gathered  from  this  research  has  placed  the  authors 
in  a better  position  to  distinguish  between  local  and  outside  (state  of  the  world) 
factors  that  may  influence  the  findings. 

These  two  sources,  the  information  gained  from  the  current  research  and  the  find- 
ings of  the  Gilpin  and  Haas  survey  effort,  provide  the  bases  for  the  expected  results 
of  the  current  survey  and  a possible  rationale  for  the  results  that  are  obtained. 


Factors  Bearing  on  Attitudes 

Economic.  Economics  is  of  prime  importance  to  the  membership  of  any  union. 
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Any  organization  which  would  represent  scientists  and  engineers  must  therefore 
recognize  and  deal  with  several  economic  factor. 

The  most  recognizable  factor  is  certainly  income.  During  the  last  few  years 
there  has  been  a general  reduction  in  the  pay  scale  of  scientists  and  engineers  in 
terms  of  real  income  (4:43).  Government  engineers  appear  to  be  |ust  about  keeping 
pace  with  their  civilian  contemporaries  in  the  technician  and  higher-level  engineering 
positions.  However,  the  beginning  government  engineer  is  well  below  his  civilian 
counterpart  (23:70).  This  fact  is  likely  to  become  more  important  considering  current 
attempts  to  maintain  a five  percent  ceiling  on  government  salary  increases. 

Another  economic  factor  to  consider  is  wage  compression.  Wage  compression 
occurs  when  an  individual  receives  relatively  large  salaries  and  raises  early  in  his 
career  and  progressively  smaller  raises  as  his  seniority  increases.  Typically,  this 
results  in  a senior  scientist  or  engineer  working  next  to  one  several  years  his  junior 
with  little  difference  between  their  salaries.  This  wage  compression  is  important 
not  only  within  an  occupational  group.  It  also  becomes  a factor  when  one  considers 
the  relative  incomes  of  various  occupational  groups.  For  example,  as  the  difference 
in  pay  between  an  engineer  and,  say,  a welder  narrows  within  a span  of  ten  years, 
the  engineer  may  well  believe  that  he  deserves  more  (14:33).  These  forces  which 
are  at  work  now  may  well  have  an  adverse  effect  upon  the  older  worker  and  make  him 
more  amenable  to  union  representation.  In  addition,  projections  indicate  that  this 
wage  compression  is  likely  to  be  more  significant  in  the  next  decade  (4:41).  Many 
of  the  more  senior  engineers  who  do  not  advance  into  supervisory  roles  may  be  doing 
the  same  work  they  have  done  in  the  past,  and  the  younger  workers  may  move  up 
even  faster  than  the  current  rate  due  to  increased  compression. 
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A third  economic  factor,  which  may  not  be  known  to  many  potential  union 
members,  is  that  many  unions  provide  their  members  with  services  such  as  low  cost 
insurance  programs  and  wholesale  pharmaceutical  supplies.  As  unions  make  stronger 
attempts  to  represent  professionals,  knowledge  of  such  programs  may  enhance  the 
union  in  the  eyes  of  some  employees, 

A final  factor  to  be  considered  is  that  federal  employee  fringe  benefits  amount 
to  32  percent  of  employee  wages  while  private  sector  employees  receive  only  28 
percent  (25:69).  As  government  efforts  to  conserve  funds  become  more  intense 
there  is  the  threat  of  erosion  of  these  benefits.  As  the  differential  between  benefits 
in  public  and  private  employment  decreases  or  reverses,  some  employees  may  begin 
to  feel  that  a union  might  be  able  to  help  them  maintain  some  of  their  fringe  benefits. 

Job  Security.  With  increasingly  tight  budget  constraints  and  continuing 
conservation  measures  within  government  employment,  some  public  unions  may  very 
likely  shift  their  bargaining  emphasis  from  strictly  economic  factors  to  job  security 
issues  (24:92).  Organizers  are  now  beginning  to  promise  that  there  will  be  no 
more  arbitrary  layoffs  and  that  those  that  do  occur  will  be  done  using  some  systematic 
scheme,  possibly  seniority  rule  alone  (12:92). 

In  order  for  unions  to  be  successful  with  this  line  of  reasoning,,  however,  the 
employees  must  be  concerned  about  job  security.  The  research  done  by  Gilpin  and 
Haas  prior  to  administering  their  survey  indicated  that  there  should  be  a positive 
correlation  between  concern  about  job  security  and  interest  in  in  unions.  However,  the 
results  of  their  analysis  indicated  that  scientists  and  engineers  felt  that  unions  were 
not  at  that  time  capable  of  allaying  any  concern  that  might  have  existed  regarding 
job  security. 
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Another  facet  of  job  security  to  be  considered  is  the  practice  of  hiring  newly 
graduated  engineers,  seeding  the  engineering  team  with  the  latest  knowledge  they 
bring  with  them,  and  then  eliminating  them  from  the  payroll.  This  is  occurring  in 
the  private  sector,  and  it  may  also  afflict  the  public  sector  to  some  extent  either 
by  design  or  happenstance  (21:14).  Should  government  employees  feel  that  this 
practice  is  being  used,  younger  employees  might  well  feel  a union  affiliation 
would  be  helpful. 

Individuality  and  Professionalism.  The  idea  of  individuality  as  it  is  used  in  this 
investigation  concerns  the abil ity  of  an  individual  to  affect  his  work  and  environ- 
ment. A large  organization  tends  to  inhibit  the  individual  employee's  ability  to 
influence  the  decision-making  process.  As  organizations  grow  in  size  and  individual 
action  with  regard  to  decision  inputs  becomes  less  productive,  the  union  argument 
is  that  group  action  is  the  only  way  to  make  a dent  in  the  decision  -making  process. 

Previous  studies  have  revealed  that  as  longevity  increases,  employees  get  the 
feeling  that  they  are  progressively  less  able  to  affect  decisions  and  that  their 
attitudes  toward  unions  therefore  become  more  favorable  (11:19).  However,  the 
Gilpin  and  Haas  study  revealed  no  such  significant  trend  among  government 
scientists  and  engineers.  They  did  discover  that  scientists  and  engineers  feel  they 
can  affect  decisions  up  to  about  the  15-year  point  in  employment.  After  that  they 
tend  to  believe  that  a union  might  be  helpful.  Overall,  Gilpin  and  Haas  found  that 
government  employees  considered  themselves  to  be  treated  well  and  to  have  the  ability 
to  influence  their  situation.  They  are  therefore  not  favorably  inclined  toward  union 
efforts  with  regard  to  enhancement  of  their  feelings  of  individuality. 
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Another  factor  closely  tied  to  individuality  is  the  opinion  of  oneself  as  a 
professional.  This  opinion  may  derive  from  many  things  such  as  duty  title,  type 
of  work  performed,  or  educational  background.  The  traditional  antipathy  of 
professionalism  and  unionism  seems  to  spring  from  a feeling  among  those  who 
identify  themselves  as  professionals  that  they  are  somehow  above  all  the  activities 
associated  with  unionism.  Many  feel  that,  because  of  the  work  they  perform,  they 
enjoy  a 'special  relationship'  with  management  (14:42).  The  fear  is  that  if  they 
engage  in  union  activities  they  will,  in  their  own  eyes  and  possibly  in  the  eyes 
of  management,  lose  that  'special'  status. 

There  are  several  factors  that  must  be  considered  when  investigating  the  effect 
of  professionalism  on  attitudes  toward  unions.  First  of  all,  the  large  size  of  an 
organization  tends  to  create  routinization  of  tasks  which  in  turn  tends  to  lessen 
an  individual's  feeling  of  professionalism.  Second,  a professional  may  be  perform- 
ing duties  which  he  does  not  consider  professional,  such  as  record  -keeping  and 
filing.  Finally,  the  manner  in  which  he  is  treated  by  the  people  who  manage 
his  work  contributes  to  his  feelings  of  professionalism. 

Personnel  Administration.  Personnel  administration  is  concerned  with  the 
promotion  system,  working  conditions,  management- employee  relations,  and 
organizational  effectiveness.  Previous  studies  have  shown  that  fair,  perceptive 
and  impartial  supervision  and  administration  are  vitally  important  in  determining 
employee  attutudes  toward  unions  (11:29).  The  evidence  seems  to  indicate  that  if 
an  organization  is  well  managed  the  employees  will  feel  that  a union  is  unnecessary. 
It  is  interesting  to  note,  then,  that  it  is  in  this  area  that  Gilpin  and  Haas  found 
the  strongest  appeal  for  union  acceptability  among  federally  employed  scientists 
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and  engineers.  According  to  their  study,  the  promotion  system  is  viewed  as  a 
weak  area  by  working  scientists  and  engineers. 

However,  other  positive  factors  concerning  administration  and  organizational 
effectiveness  seemed  to  outweigh  the  weakness  of  the  promotion  system  (11:113). 
Working  conditions  in  the  organizations  were  viewed  as  acceptable;  first- line 
supervisors  were  thought  of  as  fair  and  impartial  in  their  treatment  of  employees; 
and  the  management  of  the  organizations  was  viewed  as  competent  and  effective. 
Therefore,  the  professionals  surveyed  appear  to  have  made  a distinction  between 
the  system  and  the  people  who  administer  the  system.  They  have  divorced  their 
dislike  for  the  promotion  system  from  their  positive  evaluation  of  the  organizational 
management. 

Strikes.  Strikes  and  other  job  actions  in  the  public  sector  have  increased 
significantly  in  recent  years  (26:38).  Although  they  have  been  confjned  primarily 
to  state  and  municipal  governments,  the  1970  strike  by  postal  workers  may  have 
established  a precedent  for  the  future.  There  is  no  reason  to  assume  that  this 
type  of  action  will  be  a solitary  incident  in  the  federal  sector. 

The  essential  argument  put  forth  by  unions  was  summed  up  by  Jerry  Wurf, 
International  President  of  the  American  Federation  of  State,  County,  and 
Municipal  Employees,  in  a statement  recorded  in  the  February  1976  issue  of  the 
Congressional  Digest,  "We  believe  the  right  to  strike... is  a basic  right."  He 
goes  on  to  support  the  idea  that  strikes  need  not  occur  if  appropriate  alternatives 
can  be  found.  But  he  maintains  that  the  right  to  strike  still  should  exist. 

The  argument  against  the  right  to  strike  is  essentially  that  when  pressure  is 
applied  by  a union  against  the  government,  that  action  is  political  and  tends  to 
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usurp  governmental  authority  (26:63).  This  argument  appears  to  be  essentially 
the  feeling  of  most  scientists  and  engineers  surveyed  in  the  Gilpin  and  Haas 
study  (11:110).  An  interesting  corollary  finding  is  that  the  attitudes  of  scientists 
and  engineers  toward  the  use  of  the  strike  has  little  influence  on  whether  or  not 
they  favor  union  membership. 

Conception  of  Unions.  One  of  the  major  findings  of  the  Gilpin  and  Haas 
study  was  that  government  scientists  and  engineers  generally  hold  a negative 
opinion  ofunions.  They  found  that  even  when  those  negative  opinions  were  not 
strong  there  was  firm  opposition  to  union  membership. 

Gilpin  and  Haas  set  forth  two  prime  reasons  for  this  negative  conception  of 
unions.  The  first  was  that  it  may  appear  from  news  media  reports  that  the  prime 
activity  of  the  union  is  to  initiate  and  manage  strikes.  This  idea  runs  counter  to 
their  sense  of  professionalism  as  discussed  earlier. 

The  second  reason  is  that  professionals  fear  the  power  unions  might  wield, 
either  directly  or  indirectly,  over  the  performance  of  their  jobs  and  their  work 
lives.  There  have  been  many  scandals  concerning  communist  domination, 
racketeering,  and  gangsterism  in  unions.  According  to  one  source,  "the  graft 
and  corruption  in  unions  are  epidemic..."  (14:45).  Gilpin  and  Haas  suggest 
that  fears  concerning  these  types  of  highly  publicized  activities  contribute  to 
the  negative  conception  of  unions  among  scientists  and  engineers. 

Since  the  completion  of  the  Gilpin  and  Haas  study,  there  have  been  a number 
of  successful  union  drives  in  the  private  sector  aerospace  industry  (28:26).  It 
appears  possible  that,  since  the  previous  study,  forces  within  the  environment 
may  have  altered  this  negative  conception  of  unions  by  scientists  and  engineers. 
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It  is  possible  .hat  scientists  and  engineers  are  becoming  more  confident  of  union 
lobbying  capabilities  and  less  concerned  with  the  apparent  stigma  previously 
attached  to  union  membership.  It  is  also  possible  that  they  are  better  informed 
than  previously  due  to  activities  of  such  groups  as  the  Council  of  Engineers  and 
Scientific  Organizations  which  gives  frequent  indications  of  adopting  the  tactics  of 
trade  unionism. 

Educational  Background.  Previous  studies  have  shown  that  an  individual's 
opinion  of  unions  varies  inversely  with  his  educational  level  (11:34).  The  Gilpin 
and  Haas  research  tends  to  support  this  finding.  However,  there  may  be  other 
contributing  factors.  With  increasing  education  usually  comes  higher  pay,  more 
fringe  benefits,  more  influence  upon  decision-  making,  and  a myriad  of  other  factors 
which  might  affect  the  opinion  one  holds  of  unions. 

This  thesis  will  again  attempt  to  measure  the  effects  on  employee  attitudes  of 
educational  level  as  a separate  entity  and  draw  some  conclusions  about  the  validity 
of  the  premise  that  opinions  of  unions  vary  inversely  with  educational  level. 

Sex  and  Age.  Previous  studies  have  indicated  that  sex  is  not  a determinant  of 
opinions  concerning  unions  (11:35).  In  addition,  there  are  very  few  women 
included  in  the  current  survey  group.  The  response  would  thus  be  so  limited  as  to 
be  useless  for  measuring  attitudes.  Consequently,  questions  related  to  the  sex  of 
the  respondent  have  been  deleted. 

With  respect  to  age,  previous  studies  have  indicated  that  as  age  increases, 
individual  attitudes  toward  unions  become  less  negative  (11:36).  This  may  very 
well  be  due  to  the  fact  that  as  an  individual  approaches  retirement  he  becomes 
more  concerned  about  job  security  and  his  ability  to  maintain  the  retirement  benefits 
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he  has  planned  for.  The  Gilpin  and  Haas  study  revealed  this  same  trend  of  a weak- 
ening negative  attitude  toward  unions  by  older  workers.  However,  among  federally 
employed  scientists  and  engineers  this  phenomenon  occurred  to  a lesser  extent  than 
in  many  of  the  previously  cited  studies.  In  addition,  even  though  scientists  and 
engineers  became  more  tolerant  toward  unions  as  age  increased,  the  overall  opinion 
was  still  negative  with  regard  to  joining  a union,  regardless  of  age. 

Employment  Background.  Employment  background  concerns  such  subjects  as  the 
employee's  position,  what  type  of  work  he  is  engaged  in,  how  long  he  has  worked 
at  his  job,  how  long  he  has  been  a member  of  the  organization,  and  his  degree  of 
spec  ialization. 

Gilpin  and  Haas  subscribed  to  the  theory  that  scientist  and  engineers  did  not 
constitute  a homogeneous  group  with  regard  to  their  attitudes,  and  their  research 
seems  to  have  borne  out  that  theory  (11:37).  They  found  that  scientists  were 
more  pro-union  than  were  engineers.  It  does  seem  unusual,  however,  that 
scientists  and  engineers  working  side  by  side  at  substantially  the  same  work  should 
differ  significantly  in  their  attitudes.  In  fact,  one  supervisor  who  was  interviewed 
told  the  writers  that  the  scientists  in  his  organization  thought  of  themselves  as 
engineers.  Therefore,  this  survey  will  again  attempt  to  determine  whether  there 
is  a significant  difference  between  the  attitudes  of  those  who  perceive  themselves  as 
scientists  and  those  who  see  themselves  as  engineers. 

The  Gilpin  and  Haas  study  also  indicated  that  employment  background  may  have 
many  constituent  parts  which  contribute  to  attitudinai  results  (11:119).  Much  of  their 
analysis  consisted  of  a discussion  of  longevity,  which  affects  several  other  factors. 
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They  found  that,  in  general,  as  longevity  increased,  opinions  about  organizational 
effectiveness  became  more  negative.  There  was  also  ambivalence  in  attitudes 
toward  some  union  actions  based  on  longevity,  salary,  and  grade  level  (interdepen- 
dent factors  to  a large  extent).  However,  like  many  of  the  other  factors,  employment 
background  had  no  effect  upon  the  negative  attitudes  of  scientists  and  engineers 
toward  union  membership. 

Degree  of  Professional  Development.  Factors  considered  under  professional 


development  were:  attendance  at  formal  professional  courses;  number  of  articles 
published;  and  number  of  patents  awarded.  No  clear  trends  were  indicated  by  the 
Gilpin  and  Haas  study,  and  no  other  conclusive  information  was  uncovered  con- 
cerning how  an  employee's  professional  development  might  affect  his  attitudes 
toward  unions. 

Past  Experience  with  Unions  and  Union  Members.  Three  factors  will  be 


considered  with  respect  to  past  experience:  whether  the  respondents'  parents  were 
union  members;  whether  their  friends  have  union  affiliation;  and  whether  they 
themselves  have  had  any  previous  experience  with  unions.  The  most  significant 
point  regarding  these  factors  is  the  individual's  perception  of  the  advantageous 
or  disadvantageous  nature  of  their  contact  with  unions. 

Previous  studies  have  indicated  that  these  three  factors  bear  a direct  relation- 
ship to  the  opinions  an  individual  holds  of  unions  (11:39).  The  Gilpin  and  Haas 
study  was  no  exception.  According  to  their  analysis,  this  was  the  most  decisive 
determinant  of  attitudes  toward  unions  (11:122).  They  indicated  that  those  who 
had  previous  contact  with  unions  had  much  stronger  attitudes,  whether  favorable 


or  unfavorable,  than  those  who  had  no  prior  union  experience.  This  was  particularly 
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true  in  the  case  of  those  who  had  previously  been  union  members.  Those  individuals 
were  much  more  favorable  toward  unions  than  the  rest  of  the  sample  if  they 
perceived  that  the  unions  had  been  helpful  to  them.  Even  among  this  latter  group, 
however,  there  was  still  oposition  to  membership  in  a union  of  scientists  and 
engineers. 

Local  Factors 

Inputs.  One  sourse  of  current  information  is  from  interviews  with  people  in  the 
organizations  surveyed.  One  of  these  organizations  was  the  Air  Force  Wright 
Aeronautical  Laboratories  (AFWAL).  AFWAL  is  composed  of  four  laboratories 
with  the  following  numbers  of  scientists  and  engineers  in  each: 

Organization  Number  of  Scientists/Engineers 


Air  Force  Avionics  517 

Laboratory  (AVL) 

Air  Force  Aero  244 

Propulsion  Laboratory  (APL) 

Air  Force  Flight  589 

Dynamics  Laboratory  (FDL) 

$ 

Air  Force  Materials  251 

Laboratory  (MTL) 

Wright  Aeronautical  14 

Laboratories,  Hq  Section  (WAL) 

Because  in  the  past  two  years  AFWAL  has  seen  some  of  the  most  unstable  conditions 
at  Wright- Patterson  with  respect  to  major  organizational  changes,  two  members  of 
AFWAL  were  interviewed.  One  is  an  engineer  who  holds  a top  echelon  management 
position  and  the  other  an  engineer  in  one  of  the  laboratories  who  currently  is  a 
union  member.  These  interviews  provide  contrasting  points  of  view. 
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An  interview  was  also  conducted  in  another  major  organization  which  was 
surveyed,  the  4950th  Test  Wing.  There  has  been  little  change  in  personnel  in  the 
4950th  over  the  past  two  years.  A civilian  engineering  director  in  this  organization 


was  chosen  as  an  interviewee.  He  was  chosen  to  be  interviewed  because  his 
vantage  point  in  the  organization  enabled  him  to  provide  information  concerning 
what  is  occurring  throughout  the  organization. 

Another  source  of  current  local  information  is  the  Department  of  Defense  (DOD) 
Laboratory  Utilization  Study  which  was  done  in  1974-  75.  The  results  of  this  study 
were  the  bases  for  many  organizational  changes  at  Wright- Patterson  and  a cause  of 
some  concern  and  uncertainty  among  the  personnel  involved.  The  study  provides 
much  insight  into  management  and  personnel  problems  and  weaknesses.  The  following 
sections  will  present  the  pertinent  results  of  the  DOD  study  and  the  interviews 
mentioned  previously. 

DOD  Laboratory  Utilization  Study.  Currently  11,000  civilian  and  military 

personnel  are  engaged  in  RDT&E  for  the  Air  Force,  32,000  for  the  Navy,  and 

19,000  for  the  Army.  The  Air  Force  civilian  grade  structure  in  the  laboratories 
% 

is  higher  than  any  other  organization  in  the  Air  Force  or  other  government  laboratories. 
This  situation  inhibits  the  movement  of  employees  into  different  jobs  within  their 
fields.  This  lack  of  job  mobility  is  detrimental  to  promotion  opportunities. 

Because  of  these  factors,  promotions  are  primarily  internal  to  the  organizations. 

This  has  a tendency  to  stifle  innovation  and  inhibit  career  growth  of  younger  employees. 
The  low  turnover  and  lack  of  mobility  also  decrease  opportunities  for  career  broad- 
ening in  some  cases,  preventing  the  most  competent  and  experienced  people  being 
placed  in  appropriate  positions. 
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In  addressing  these  issues,  the  study  recommended  a new  purpose  or  direction 
for  the  laboratories.  It  advised  that  emphasis  be  put  on  applied  rather  than  basic 
research  and  that  there  be  a gradual  phase-out  of  in-house  research.  One  of 
the  recommendations  which  was  carried  out  in  July  1975  was  to  disband  the 
Aerospace  Research  Laooratory  (ARL)  at  Wright- Patterson  because  it  was  primarily 
involved  in  in-house  research. 

Another  finding  of  the  DOD  study  was  aimed  at  correcting  weaknesses  in 
administration.  It  reported  that  there  were  too  many  reporting  and  inspection 
activities  to  which  the  laboratories  had  to  respond.  The  creation  of  an  overall 
administrative  organization  was  recommended  to  help  aleviate  this  problem. 

AFWAL.  The  Air  Force  Wright  Aeronautical  Laboratories  was  formed  to  fill 
this  requirement  mentioned  above.  It  placed  AVL,  MTL,  FDL,  and  APL  all 
under  one  organization.  The  effect  of  this  was  to  remove  the  laboratories  one 
organizational  level  further  from  AF5C  Headquarters.  Another  result  of  this 
administrative  action  was  the  disbanding  of  ARL.  This  action  resulted  in  a certain 
amount  of  upheaval,  uncertainty, and  hardship  as  employees  of  ARL  were  released 
or  shuffled  about  to  new  jobs.  While  many  scientists  and  engineers  had  to  accept 
jobs  at  grade  levels  one  to  three  levels  below  their  previous  ratings,  the  majority 
of  these  retained  their  higher  grade  salary,  and  hope  for  promotions  to  reinstate 
them  to  their  previous  grades.  Some  who  were  unable  to  find  new  jobs  took  the 
option  of  early  retirement.  Others  were  released. 

According  to  the  individuals  interviewed  in  AFWAL,  external  factors  do  not 
seem  to  be  of  much  importance  to  scientists  and  engineers  in  the  laboratories.  The 
individuals  indicated  that,  in  the  area  of  economics,  the  employees  in  AFWAL  seem 
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to  be  satisfied  and  feel  that  they  are  economically  comparable  to  their  peers  in  the 
rest  of  the  United  States  both  in  the  private  and  public  sectors.  They  further 
indicated  that  there  is  general  apathy  toward  unionization  efforts  and  successes  in 
the  private  sector  or  declared  intentions  of  unions  in  the  public  sector.  The  area 
of  primary  interest  to  the  scientists  and  engineers  concerns  federal  spending  policies, 
that  is,  the  threat  of  cutbacks  in  research  efforts  and  public  ignorance  or  infatuation 
with  welfare  at  the  expense  of  national  security. 

The  only  factors  acknowledged  by  the  interviewees  as  having  a bearing  on  the 
attitudes  of  scientists  and  engineers  are  the  internal  factors.  Work  force  size  or 
changes  in  the  size  do  not  seem  to  be  a factor.  However,  the  reorganizations  that 
have  taken  place  have  the  potential  to  effect  a significant  change  in  attitudes. 

The  demise  of  ARL  with  the  accompanying  traumatic  experiences  of  some  employees 
and  the  rumors  which  accompanied  that  event  may  well  have  resulted  in  diminished 
confidence  in  management's  concern  for  the  well-being  of  the  employees.  This 
perception  apparently  created  a brief  surge  of  interest  in  unions  and  what  they 
might  be  able  to  do  to  help  employees. 

It  is  of  interest  to  note  that  some  scientists  and  engineers  felt  that  local  unions, 
of  which  they  were  not  a part,  should  do  something  for  them.  The  observed  interest 
in  unions,  however,  appears  to  have  since  diminished,  and  the  scientists  and  engineers 
now  seem  to  be  unconcerned  about  the  possibility  of  such  events  occurring  again. 

The  interviewees  seemed  to  believe  that  the  formation  of  AFWAL  has  been 
perceived  in  a negative  light  by  scientists  and  engineers.  They  expressed  the 
opinion  that  scientists  and  engineers  in  the  laboratories  consider  AFWAL  to  be 
ineffective  and  destined  to  eventually  whither  away;  that  it  obstructs  and  hinders 


the  normal  efficiency  of  the  laboratories  and  their  relationship  with  the  decision- 
making functions  of  AFSC;  and  that  AFWAL's  only  visible  contribution  is  the 
creation  of  unneeded  paperwork.  Its  existence  creates  some  fears  as  well.  Rumors 
exist  that  AFWAL  may  be  part  of  a possible  transition  of  the  laboratories  from  AFSC 
to  Air  Force  Logistics  Command  or  Aeronautical  Systems  Division,  which  appears  to 
have  raised  concerns  about  job  security. 

Based  on  these  interviews,  the  impressions  received  were  that  scientists  and 
engineers  feel  there  is  need  for  improvement  in  both  upper  and  lower  echelon 
management;  AFWAL  is  highly  centralized  in  its  dealings  with  the  various  laboratories; 
and  AFWAL  staff  personnel  are  very  much  concerned  with  detail  and  demand  a large 
volume  of  reports  while  in  turn  providing  little  guidance.  In  short,  two-way 
communication  seems  to  be  lacking. 

A major  concern  expressed  during  the  interviews  was  that  the  laboratories 
themselves  are  hobbled  by  improper  management  due  somewhat  to  improper  job 
assignments  as  discussed  earlier.  This  point  was  illustrated,  during  an  interview, 
by  an  example  of  an  engineer  who  is  used  as  a supply  clerk  instead  of  in  the  job 
for  which  he  was  trained.  In  addition,  doubt  was  expressed  concerning  the  ability 
or  interest  of  supervisors  in  handling  complaints. 

One  area  needing  improvement  within  AFWAL  appears  to  be  that  of  communication. 
The  interviewees  expressed  the  belief  that  AFWAL  is  a secretive  organization. 

Therefore,  an  active  informal  communication  network  or  grapevine  has  apparently 
developed  and  is  the  favored  channel  of  communication.  For  example,  there  is 
a study  entitled  AFSC-85  which  contains  a projection  of  AFWAL  and  its  role  in  1985. 
The  study  was  performed  in  secrecy,  and  its  existence  became  known  to  scientists 


and  engineers  only  through  rumors.  This  secretive  atmosphere  apparently  rankles 
middle  management  and  presents  a barrier  to  open  and  honest  communication. 


Another  factor  which  appears  to  be  very  important  to  scientists  and  engineers 
is  recognition  and  rewards.  To  the  scientist  and  engineer,  fairness  is  very  important. 
In  doing  his  job  he  looks  for  peer  acceptance,  and  he  has  his  own  personal  standards 
by  which  to  judge  himself  in  what  constitutes  a good  job.  He  feels  that  his  just 
reward  for  doing  a good  job  is  the  opportunity  for  advancement.  In  the  laboratories 
there  is  no  effective  system  for  weeding  out  the  less  competent  individuals,  accord- 
ing to  the  interviewees.  This  is  considered  unfair,  and  it  acts  as  an  irritant  to  some 
scientists  and  engineers. 

A final  factor  identified  by  the  individuals  interviewed  was  that  some  policies 
promulgated  by  AFWAL  have  become  irritants.  A recent  money-saving  policy  serves 
as  an  example.  This  policy  will  eventually  reduce  the  grade  level  of  all  positions. 


An  average  journeyman  engineer  has  gone  from  a GS-13  to  GS-12.  Division 
chiefs,  which  are  normally  GS-16  jobs,  are  being  filled  by  GS-15  personnel  with 
no  pay  grade  promotion  accompanying  the  increase  in  responsibility.  There  is  also  the 
practice  of  filling  civilian  vacancies  in  some  of  the  supervisory  positions  with  military 
personnel  in  an  acting  capacity.  In  addition,  there  is  a procedure  for  rewarding 
those  who  have  done  outstanding  work  with  salary  increases.  But  because  of  the 
limited  funds  available  for  the  Quality  Salary  Increase  (QSI)  Program,  there  is 
resentment  for  the  perceived  favoritism  shown  minorities  for  QSI's. 


Improved.  There  appears  to  be  a problem  concerning  intraorganizational 
communication,  but  this  problem  seems  to  affect  primarily  middle  management. 
Promotion  possibilities  are  not  especially  bright.  Finally,  unhappiness  has  been 
expressed  concerning  the  fairness  of  the  promotion  system.  However,  even  considering 
these  problems,  the  interviewees  believed  that  scientists  and  engineers  in  AFWAL  are 
somewhat  anti -union,  although  a shift  toward  pro-union  feelings  could  not  be 
excluded. 

4950th  Test  Wing.  According  to  the  individual  interviewed,  the  engineers  in 
the  Test  Wing  appear  to  be  generally  satisfied  with  their  work  and  have  enjoyed  a 
degree  of  stability.  The  work  force  size  has  been  relatively  stable  for  the  last  two 
years  with  a slight  increase  from  190  to  202.  The  only  reorganizations  that  have 
occurred  were  internal  to  the  Wing  and  did  not  significantly  affect  the  engineers 
themselves. 

Concerning  economics  and  job  security,  the  engineers  feel  that  they  are  being 
paid  adequately  for  their  work  and  that  their  salaries  compare  favorably  with  their  con- 
temporaries in  the  private  and  public  sectors.  What  has  occurred  in  the  state  of  the 
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economy  has  not  significantly  affected  the  engineers.  According  to  the  interviewee, 
the  only  problem  recognized  by  the  engineers  themselves  is  that  the  work  done  at 
the  Wing,  over  a period  of  time,  causes  them  to  overspecialize  in  a particular 
field.  This  overspecialization  makes  it  difficult  for  a senior  engineer  to  find  a 
job  in  the  private  sector  should  he  decide  to  quit  the  government  and  seek  a job  in 
industry.  Finding  a job  in  his  particular  field  of  specialization  limits  the  availability 
of  possible  positions  he  can  compete  for  in  the  open  market.  If  an  engineer  wishes 
to  leave  he  must  do  so  early  in  his  career  while  he  still  retains  a relcSvely  general 
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knowledge  and  experience  that  is  more  easily  marketable. 

Keeping  in  mind  that  the  interviewee  was  a manager,  the  management  structure 
and  the  supervisor- employee  relationship  in  the  Wing  was  viewed  as  very  good.  The 
Wing  organization  is  decentralized  with  a large  span  of  control.  That  is,  there  are 
few  people  between  the  top  and  bottom  levels.  The  engineers  are  treated  in  a 
mature  manner  and  given  much  responsibility  and  trust  in  doing  their  jobs.  The 
engineer  is  provided  with  job  assignments  and  some  direction,  but  self- initiative 
and  autonomy  are  encouraged  and  supported.  The  engineer  is  kept  aware  of  what 
is  going  on  in  the  whole  organization  and  is  allowed  to  participate  in  management 
decisions  due  to  communication  on  a personal  basis  between  engineers  and  all  echelons 
of  management.  When  an  engineer  performs  a job,  he  is  aware  of  the  impact  of  what 
he  does  on  the  successful  accomplishment  of  the  Wing's  mission. 

Based  upon  the  observations  of  the  individual  interviewed,  there  appears  to  be 
no  pro-or  anti -union  sentiment  in  the  4950th.  The  engineers  apparently  feel  no 
need  for  any  form  of  employee  organization  because  of  the  feeling  of  being  a part 
of  the  decision-making  process. 


II I.  Methodology 


This  chapter  answers  the  important  question  of  "How"  the  objectives  of  this 
study  were  accomplished.  The  first  half  of  this  chapter  covers  the  creation  and 
distribution  of  the  questionnaire  used  to  measure  the  attitudes  of  the  scientists  and 
engineers  at  Wright- Patterson  AFB.  The  second  half  of  this  chapter  explains  how 
the  data,  collected  from  the  survey,  is  converted  into  useful  information.  A 
discussion  of  the  different  statistical  computer  programs  used  in  data  analysis 
comprises  a major  portion  of  this  section  of  the  chapter. 

Questionnaire  Construction 

The  study  Gilpin  and  Haas  conducted  two  years  ago  measured  the  attitudes  of 
the  scientists  and  engineers  towards  unionization  and  identified  some  factors  that 
may  have  influenced  these  attitudes.  This  study  measured  the  attitudes  of  the  engineers 
and  scientists,  and  additionally  examined  possible  factors  which  may  have  a bearing 
on  these  attitudes.  The  findings  of  this  research  also  were  compared  with  those  of 
the  previous  study. 

The  Gilpin  and  Haas  questionnaire,  although  modified  and  expanded  somewhat, 
was  used  in  this  study.  By  using  this  instrument,  it  is  possible  to  identify  changes 
which  have  occurred  over  the  past  two  years.  Also,  by  using  a similar  questionnaire 
this  study  would  confirm  the  findings  of  the  previous  study.  This  confirmation  is 
possible  if  the  same  demographic  and  attitude  relationships  found  in  the  Gilpin 
and  Haas  were  also  found  in  this  study. 

Modifications  to  the  Gilpin  and  Haas  instrument  were  primarily  intended  to 
broaden  its  scope  and  discriminatory  power.  Some  questions  were  eliminated  because 
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they  were  found  to  lack  significance,  or  they  were  condensed  for  brevity.  Some 
additional  questions  were  adopted  because  they  were  found  to  be  productive  in 
other  studies.  This  section  will  discuss  the  changes  that  were  made  in  the  survey 
and  the  reasons  for  these  changes. 

The  Gilpin  and  Haas  questionnaire  was  composed  of  two  sections:  the  first  was 
made  up  of  28  questions  measuring  respondents'  attitudes  toward  unions;  and  the 
second  section  was  composed  of  31  questions  that  provided  personal  information 
(11:138-154).  The  questionnaire  used  in  this  study  is  composed  of  69  questions  and 
is  also  divided  into  two  sections.  A copy  of  the  questionnaire  is  provided  in  Appendix 
A.  The  first  section  of  the  questionnaire  is  composed  of  39  questions  and  addresses 
possible  factors  that  may  have  an  effect  on  attitudes  toward  unions.  The  second 
section  of  the  survey  is  composed  of  30  questions  that  measure  attitudes  toward 
unions  and  one's  organization. 

The  first  major  change  from  the  Gilpin  and  Haas  instrument  was  altering  the  order 
of  the  questions  as  noted  above.  Questions  about  personal  information  were  presented 

in  the  first  section  of  the  survey.  The  reason  for  this  change  is  that  these  questions 
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required  little  effort  or  time  to  answer.  Hopefully,  this  would  make  the  respondent 
comfortable  and  prevent  any  apprehension  toward  the  rest  of  the  survey.  The  second 
half  of  the  questionnaire  dealt  with  assessing  the  attitudes  of  the  respondent  toward 
unions  and  his  organization. 

Questions  1 through  30  concern  demographic  and  other  information  that  may 
provide  a rationale  for  the  attitudes  expressed  by  the  respondent.  This  section  contains 
most  of  the  questions  used  by  Gilpin  and  Haas  in  their  second  section  of  31  questions. 

It  is  in  this  section  that  a number  of  modifications  were  made.  However,  the  addition, 
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deletion  and  consolidation  of  questions  in  this  section  resulted  in  little,  if  any, 
change  in  the  measurement  of  significant  factors  used  by  Gilpin  and  Haas.  Instead, 
the  changes  provided  greater  scope  and  more  information. 

Questions  6,  12,  26,  and  30  in  the  personal  information  section  of  the  Gilpin 
and  Haas  questionnaire  were  eliminated  altogether  in  this  study.  Question  6 requested 
the  respondent's  college  major,  and  was  found  to  have  very  little  relationship  with 
any  of  the  attitude  questions.  Questions  12  and  26  of  the  Gilpin  and  Haas  study 
sought  information  on  the  sex  and  ethnic  background  of  respondents.  The  Gilpin  and 
Haas  analysis  showed  no  correlation  with  these  factors  and  the  variables  of  interest. 
Question  30  dealt  with  where  a person  had  lived  between  the  ages  of  6 to  17.  This 
question  did  have  a strong  correlation  to  many  other  factors,  but  due  to  the  stable 
survey  population  over  the  past  two  years  and  the  fact  that  most  were  from  the  local 
area,  it  was  not  considered  necessary  to  address  this  factor  again. 

Besides  eliminating  questions  in  the  interest  of  brevity,  questions  were  added  to 
provide  additional  information  about  the  population  and  to  explore  other  possible 
factors  that  may  influence  one's  attitude  toward  unions.  These  additional  questions 
were  drawn  from  three  other  questionnaires:  the  Quality  of  Life  in  the  U.S.  Air 
Force  (QOAFL);  the  Air  Force  Management  Improvement  Group  (AFMIG)  survey  of 
the  Quality  of  Life  of  Civilian  Air  Force  Employees;  and  a questionnaire  created  by 
members  of  the  AFIT  faculty  and  used  by  researchers  to  explore  attitudes  toward 
military  unionization. 

Seven  questions  were  used  from  the  QOAFL  surveys  and  added  to  the  personal 
information  section  of  this  questionnaire.  These  additions  comprised  questions  12, 

14,  15,  16,  23,  24,  and  31  of  this  questionnaire.  The  questions  were  included 
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because  they  pro  'ided  greater  breadth  and  detail  in  the  areas  of  job  satisfication  and 
personal  well-being.  The  questions  address  the  factors  of  personal  growth,  economic 
standard,  economic  security,  free  time,  work  (job  satisfaction),  leadership/supervision, 
and  personal  standing. 

Seven  questions  were  used  from  the  military  unionization  attitude  survey  of 
military  personnel.  Three  of  these  questions  provide  additional  information  on 
attitudes  toward  job  and  supervisor  and  were  included  to  see  if  they  affect  one's 
attitude  toward  unions.  One  question  asked  the  participants  in  the  survey  if  they 
were  presently  members  of  a union.  This  question  was  not  addressed  in  the  Gilpin 

i 

and  Haas  study.  The  researchers  were  aware  that  some  scientists  and  engineers  at 
Wright- Patterson  AFB  are  members  of  a union  even  though  there  is  no  union  represent- 
ation in  the  laboratories.  This  provided  comparison  between  union  and  non-union 
membership  in  their  attitudes  and  demographic  factors,  assuming  those  who  are  union 
members  would  be  among  the  respondents  to  the  survey.  The  last  three  questions 
from  the  military  unionization  survey  comprise  questions  34,  35,  and  36  of  this  survey 
and  were  used  to  consolidate  questions  24,  27,  28,  29,  39,  and  31  of  the  Gilpin 

J and  Haas  questionnaire.  This  was  accomplished  without  affecting  the  information 

provided  from  the  more  numerous  Gilpin  and  Haas  questions. 

Three  questions  from  the  AFMIG  Civilian  Employees  survey  were  introduced  at 

I 

the  end  of  the  first  section.  Questions  37,  38  and  39  were  used  to  see  if  one's 
knowledge  about  unions  is  related  to  one's  attitude  toward  unions.  It  was  thought 
that  those  engineers  and  scientists  who  display  some  understanding  of  public  sector 
unions  may  be  more  favorable  toward  unions. 

The  last  section  of  the  questionnaire  dealt  with  the  attitudes  of  respondents  toward 
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unions  and  their  organization.  Questions  40  through  69  comprise  this  section.  Very 
little  was  done  to  alter  this  section  from  the  questionnaire  used  by  Gilpin  and  Haas. 

Question  21  in  the  attitude  section  of  the  Gilpin  and  Haas  questionnaire  sought 
information  concerning  respondent  perceptions  of  the  honesty  of  union  officials.  It 
was  replaced  by  question  60  which  addresses  whether  union  officials  are  preceived 
to  act  in  the  best  interest  of  union  members. 

Question  28  in  the  Gilpin  and  Haas  survey  was  a two  part  question.  In  this 
questionnaire  the  question  was  broken  out  as  Questions  67  and  68.  This  facilitated 
data  encoding. 

The  Gilpin  and  Haas  study  only  addressed  the  idea  of  joining  a union.  This 
questionnaire  included  an  additional  question.  Question  69,  that  explored  the 
attitudes  of  the  respondents  toward  joining  an  association  to  air  grievences.  This 
question  was  incorporated  in  an  attempt  to  discover  whether  the  respondents  are 
against  collective  bargaining  or  have  an  aversion  to  the  word  "unions". 


Questionnaire  Distribution 

The  population  on  which  the  study  was  conducted  is  basically  the  same  one  used 
by  Gilpin  and  Haas.  Mr.  Tom  Hurley,  who  is  the  Chief  of  Management  Service 
of  Civilian  Personnel,  ASD,  and  his  assistant,  Mr.  Doug  Buck,  were  very  helpful 
in  providing  a list  of  the  scientists  and  engineers  at  Wright- Patterson  AFB.  The 
computerized  listing  provided  the  name,  job  title,  grade  scale  (GS)  rating,  work 
address,  and  organization.  This  lisiting  also  included  those  scientists  and  engineers 
who  hold  positions  as  managers  and  supervisors.  In  addition  to  the  organizations 
surveyed  by  Gilpin  and  Haas,  Aero  Medical  Research  Laboratory  (MRL),  and  Human 
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Resources  Laboratory  (HRL)  were  included  as  part  of  the  population.  As  noted  in 
Chapter  II,  the  Aeronautical  Research  Laboratory  (ARL)  was  eliminated. 

The  Gilpin  and  Haas  study  involved  a population  of  approximately  2600  with  a 
sample  size  of  774.  This  sample  size  constituted  approximately  30  percent  of  the  total 
population.  Since  they  were  interested  in  the  attitudes  of  the  younger  members  in 
the  population  who  would  exert  a significant  influence  in  possible  future  trends 
toward  unionization,  a 100  percent  sample  was  taken  of  the  scientists  and  engineers 
in  GS  ratings  of  7 and  9.  Gilpin  and  Haas  sent  out  a total  of  200  questionnaires 
to  GS  7's  and  9's,  which  made  up  approximately  26  percent  of  the  total  sample. 

The  remaining  sample  was  selected  randomly  from  the  rest  of  the  scientists  and 
engineers. 

The  computer  listing  provided  for  this  research  listed  approximately  3000  people 
holding  scientist,  engineer  or  technician  positions.  From  this  population  a random 
sample  of  1000  (33  percent)  was  drawn.  To  ensure  comparability  with  the  Gilpin 
and  Haas  findings,  100  percent  of  the  GS  7's  and  9's  were  also  taken.  The  number 
in  this  group  was  240,  which  is  about  24  percent  of  the  total  sample. 

The  only  deviation  from  the  Gilpin  and  Haas  sampling  criteria  was  to  do  a 
100  percent  sample  of  the  population  in  the  4950th  Test  Wing.  This  was  done  to 
satisfy  a request  by  the  Wing  Commander.  Doing  so  did  not  present  a problem  to 
this  research  effort  in  the  treatment  of  data  since  the  bias  induced  by  this  sample 
was  easily  adjusted  for.  This  adjustment  is  discussed  later  in  the  chapter. 

Following  is  a listing,  by  organization,  of  the  number  of  scientists  and  engineers 
assigned,  and  the  number  of  questionnaires  sent  to  each  organization. 
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ORGANIZATION 

POPULATION 

SAMPLE 

Aeronautical  Systems  Division 

1326 

394 

4950th  Test  Wing 

109 

109 

AFWAL: 

Flight  Dynamics  Laboratory 

545 

164 

Materials  Laboratory 

224 

60 

Aero  Propulsion  Laboratory 

223 

82 

Avionics  Laboratory 

483 

160 

Wright  Aeronautical  Laboratory 

14 

4 

Aero  Medical  Research  Laboratory 

65 

16 

Human  Resources  Laboratory 

19 

7 

3008 

996 

Questionnaires  were  mailed  through  the  base  distribution  system  using  the  address 
labels  provided  by  ASD  Personnel  Section.  With  each  questionnaire  was  attached 
a blank  sheet  for  comments  and  a cover  letter  written  by  Dr.  T.  Roger  Manley,  one 
of  the  advisors  for  this  study.  The  cover  letter  informed  the  participant  of  the  purpose 
of  the  survey,  enlisted  his  cooperation,  and  promised  feedback  of  the  findings.  Also 
enclosed  was  a self  addressed  return  envelope.  The  return  envelopes  were  coded 
so  that  one  would  be  able  to  determine  from  which  organization  the  replies  had  come. 
The  purpose  of  this  action  was  to  broaden  the  scope  of  the  research  effort  by  being  able 
to  note  differences  between  organizations,  and  in  no  way  was  it  an  attempt  to  identify 
the  respondents. 
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Bias  and  Consistency 


In  any  form  of  statistical  analysis  and  especially  in  survey  analysis,  there  is  the 
ever  present  problem  of  bias  which  the  researcher  must  resolve.  Bias  is  considered 
to  be  any  factor  which  would  prejudice  the  validity  of  the  input  data  or  the  accuracy 
of  the  conclusion  drawn.  Gilpin  and  Haas  were  concerned  about  bias  in  three  areas; 
the  survey,  the  sample,  and  respondents. 

The  survey  instrument  itself  can  induce  a great  deal  of  bias.  Loaded  questions 
that  develop  a train  of  thought  so  as  to  influence  the  participant's  response  will  bias 
a survey.  Poorly  worded  questions  that  are  easily  misunderstood  and  lead  to  numerous 
interpretations  is  another  bias.  There  are  many  other  factors  that  can  bias  the  question- 
naire and  are  beyond  the  scope  of  this  discussion  (11:49-50). 

As  mentioned,  Gilpin  and  Haas  purposefully  induced  one  bias  by  not  being 

I • 

truly  random  in  selection  of  the  sample.  A 100  percent  sample  of  the  GS  7's  and  9's 

I . 

was  taken.  This  resulted  in  a heavier  representation  of  younger  respondents  than 
is  in  the  overall  population.  The  reasons  for  this  were:  (1)  since  the  population 
tended  to  be  older,  a heavier  sampling  of  younger  personnel  was  needed  in  order  to 
4 explore  the  factor  of  age;  and  (2)  the  attitudes  of  the  younger  respondents  will  be 

' influencing  the  labor  force  in  the  future  and  knowning  their  attitudes  might  help 

to  predict  what  may  occur  during  possible  future  unionization  efforts  (1 1:51). 

Finally,  there  is  the  bias  induced  by  the  type  of  participant  who  does  or 
does  not  return  a survey.  As  mentioned  by  Gilpin  and  Haas,  those  who  are  most 
interested  in  the  survey  and/or  are  partisan  in  their  attitudes  are  more  apt  to 

I answer  surveys.  This  bias  is  diminished  considerably  if  the  response  rate  is  greater 

than  60  percent.  This  60  percent  rule  of  thumb  was  derived  from  experience  by 
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both  Dr.  T.  Roger  Manley  and  Dr.  Charles  McNichols  who  have  been  involved  in 
many  survey  efforts  at  the  Air  Force  Institute  of  Technology  (1 1:52). 


Where  the  Gilpin  and  Haas  study  was  concerned  with  bias,  this  study  is  more 
concerned  with  consistency.  One  of  the  objectives  was  to  replicate  the  measurement 
of  the  attitudes  and  to  note  trends.  Therefore,  it  was  desirable  to  replicate  the 
bias  in  the  Gilpin  and  Haas  study  and  to  eliminate  those  biases  peculiar  to  this  effort. 
As  one  can  imagine,  if  those  biases  found  in  the  previous  work  are  not  replicated 
this  is  in  effect  a bias  when  trying  to  measure  changes. 

With  this  idea  of  consistency,  several  actions  were  taken  to  ensure  a minimum 
of  bias  being  induced  that  is  unique  to  this  effort.  The  Gilpin  and  Haas  study  had 
a sample  size  of  774,  which  is  30  percent  of  the  population  of  approximately  2600. 
To  maintain  this  proportion  the  authors  sent  out  996  questionnaires  to  a population  of 
approximately  3000.  Likewise,  where  Gilpin  and  Haas  did  a 100  percent  sample 
of  the  GS  7's  and  9's  which  numbered  200  or  about  26  percent.  This  study  did 
the  same,  which  came  to  a total  of  240  or  about  24  percent  of  the  sample. 

There  are  some  differences  with  respect  to  the  organizations  surveyed.  The 
previous  study  involved  the  4950th  Test  Wing,  Aeronautical  Systems  Division,  and 
the  five  laboratories  (Flight  Dynamics,  Materials,  Avionics,  Aero  Propulsion,  and 
Aeronautical  Research)(l  1:50-51).  This  study  surveyed  the  same  organizations  with 
the  exception  of  Aeronautical  Research  Laboratory  (ARL),  which  had  been  disbanded. 
The  disbanding  of  ARL  had  no  effect  on  the  population  distribution  due  to  the  fact 
that  most  of  the  personnel  in  ARL  were  absorbed  into  other  laboratories  which 
comprise  AFWAL.  In  addition  this  study  included  Aero  Medical  Research  and  Human 
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Resources  Laboratories  to  increase  the  scope  of  this  study. 


Analysis  Methodology 

The  data  used  in  this  study  was  derived  from  the  questionnaires  that  were  filled 
out  and  returned.  Different  formats  for  analyzing  the  data  were  used  in  order  to 
accomplish  the  objectives  of  this  study  and  to  make  allowances  for  differences  in 
the  population  and  sample  distribution. 

An  analysis  was  first  done  with  all  the  available  data.  The  results  from  this 
analysis  were  used  to  make  inferences  about  all  public  sector  professionals,  especially 
the  scientists  and  engineers  doing  similar  work  for  the  Army,  Navy  and  all  other 
federal  research  organizations  and  laboratories. 

After  the  data  had  been  analyzed  in  its  entirety,  the  next  consideration  was  to 
have  the  data  in  a form  similar  to  the  previous  study.  By  replicating  the  previous 
research  effort  a trend  analysis  was  feasible.  To  do  this,  only  data  received  from 
ASD,  AFWAL  and  the  4950th  Test  Wing  in  modified  form  was  used.  To  modify  the 
4950th  Test  Wing  data  so  as  to  be  similar  to  the  previous  study,  100  percent  of  the 
GS  7's  and  9's,  who  responded,  and  a random  selection  of  30  percent  of  the  replies 
from  higher  GS  ratings  were  used.  Also,  those  respondents  recognized  as  technicians 
were  eliminated  from  the  data  base.  This  overcame  the  bias  induced  by  this  study's 
sample  distribution.  Included  in  this  analysis  was  an  additional  variable  computed 
from  the  data.  This  variable,  the  combined  job  satisfaction  score  (COMSATSCO), 
was  used  in  the  previous  study.  It  was  derived  by  adding  the  values  of  the  respondents' 
satisfaction  expressed  in  questions  17  through  20.  While  these  four  questions  express 
one's  sense  of  satisfaction  in  different  areas,  the  COMSATSCO  gave  an  indication  of 
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overall  satisfaction.  Next,  the  data  was  divided  by  organization  and  a similar 
statistical  analysis  was  done  for  each  organization.  The  results  allow  one  to  note 
differences  by  organization  and  draw  conclusions  about  local  causal  relationships. 

To  help  in  analyzing  the  data,  several  computer  programs  were  used.  These 
programs  accomplished  the  monumental  task  of  statistically  transforming  the  raw  data 
and  presenting  the  results  in  a useful  form.  After  this  was  done,  relevant  information 
from  the  results  was  used  in  accomplishing  the  objectives  of  this  study.  The  Statistical 
Package  for  the  Social  Sciences  (SPSS)  was  the  primary  program.  This  program  was 
developed  through  close  cooperation  by  members  of  the  faculty  from  the  Universities 
of  Chicago  and  Alberta  who  specialized  in  social  science  research,  computer  science 
and  statistics.  SPSS  is  an  integrated  system  of  subprograms  that  provides  a comprehen- 
sive package  designed  for  the  analysis  of  different  types  of  data  collected  in  social 
science  research  (22:xxi).  This  section  will  discuss  the  types  of  programs  used,  the 
types  of  analysis  done  by  each  and  the  nature  of  the  results  that  were  expected. 

The  first  objective  in  processing  the  data  was  to  determine  the  basic  distributional 
characteristics  of  responses  to  each  question.  Information  as  to  the  distribution 
of  responses,  their  variability,  and  their  central  tendencies  provided  a preliminary 
overview  of  the  results  of  this  study  (22: 1 8 1 ) . The  programs  used  to  accomplish 
this  objective  were  SURVAN  and  the  SPSS  subprogram  CODEBOOK. 

The  frequency  distribution  tables  enabled  the  researchers  to  ensure  that  the  data 
was  encoded  to  the  desired  specifications  and  that  each  question  had  sufficient 
variability  for  subsequent  analysis  (22:182). 

A major  problem  in  the  analysis  was  assigning  appropriate  values  to  the  responses 
for  each  question.  The  questionnaire  involved  levels  of  measurement  that  were 
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nominal,  ordinal,  interval  and  ratio.  This  created  a problem  when  calculating  the 
the  mean  and  standard  deviation  to  measure  central  tendency  and  variability  of  the 
data.  Responses  to  the  questions  that  were  either  ratio,  interval,  or  ordinal  (if 
treated  as  interval)  in  level  of  measurement  were  suitable  for  this  analysis.  In  this 
survey,  questions  10,  26,  29,  33,  35,  36,  37,  38,  and  39  were  nominal  and  not 
suitable  for  such  calculations.  Question  26  provides  an  example  of  this  type  of 
question  in  that  it  asked  for  the  present  job  position  of  the  respondent.  The  answers 
were:  scientist,  engineer,  or  manager. 

To  get  a better  perception  of  the  response  distribution,  another  computer  program, 
SURVAN,  was  used.  The  SURVAN  program  was  written  by  Dr.  Charles  McNichols, 
one  of  the  advisors  and  a professor  at  the  Air  Force  Institute  of  Technology.  Dr. 
McNichols  provided  valuable  assistance  as  a technical  advisor  in  the  use  of 
statistics  by  the  authors. 

The  SURVAN  program  provided  a frequency  distribution  table  similar  to  CODE- 
BOOK but  was  much  more  abbreviated.  The  most  important  aspect  of  SURVAN  and 
the  reason  for  using  it  was  that  a histogram  was  provided  alongside  the  distribution 
of  responses.  This  histogram  was  of  considerable  aid  in  providing  the  researcher  with 
a graphic  display  of  the  shape  of  the  response  distributions.  An  additional  feature 
of  this  program  was  that  it  allowed  two  sets  of  data  to  be  simultaneously  presented 
in  a split  bar  format.  This  feature  was  very  useful  in  providing  a simple  pictorial 
display  of  differences  between  groups  of  data.  This  feature  was  useful  in  comparing 
the  results  of  this  study  along  with  the  results  of  the  study  done  by  Gilpin  and  Haas. 

After  using  the  programs  CODEBOOK  and  SURVAN  to  examine  the  distribution 


of  each  question  the  next  step  was  to  investigate  sets  of  relationships  between  the 
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questions  using  contigency  table  analysis.  This  was  accomplished  using  the  SPSS 
subprogram  FASTABS.  The  output  from  this  program  was  the  joint  frequency  dis- 
tribution tables  and  the  chi-square  test  of  statistical  dependency.  The  mathematics 
involved  in  contigency  table  analysis  will  not  be  discussed.  Details  as  to  the  use 
of  contingency  tables  can  be  found  in  most  books  on  statistic'  such  as  Mathematical 
Statistics  by  John  E.  Freund  (9:334-337). 

FASTABS  was  used  in  comparing  each  question  in  the  attitude  section  of  the 
survey  with  each  of  the  questions  in  the  demographic  section.  This  comparing 
of  30  attitude  questions  against  39  demographic  questions  resulted  in  a total  number 
of  1170  two-way  comparisons.  These  two-way  joint  frequency  tables  presented  the 
distribution  of  answers  in  such  a manner  as  to  allow  the  researchers  to  envision  logical 
relationships  between  questions,  if  they  existed.  One  of  these  tables  is  presented  on 
the  following  page. 

The  chi-square  statistic  was  chosen  to  narrow  the  selection  of  possible  com- 
binations for  in  depth  analysis  of  the  joint  frequency  distributions.  In  all  combinations, 
the  chi-square  was  used  to  test  the  hypothesis  that  the  way  one  answered  a demo- 
graphic question  was  independent  of  (had  no  influence  on)  the  way  the  respondent 
answered  an  associated  attitudinal  question.  The  chi-square  indicated  the  probability 
that  the  observed  relationships  were  due  merely  to  chance.  Small  probabilities 
resulted  in  rejection  of  the  independence  hypothesis. 

The  chi-square  probability  or  significance  levels  of  .05  and  .01  were  used  in 
this  study  for  the  following  reasons:  (1)  .05  has  become  a convention  in  social  science 
for  acceptance  of  statistically  significant  relationships  and  (2)  the  same  level  of 
significance  was  also  used  in  the  Gilpin  and  Haas  study.  If  the  same  joint  frequency 

38 


i 


Example  of: 

Row:  Question  41,  Unions  obtain  more  benefits  for  employees 

than  would  be  obtained  without  them. 

Column:  Question  22,  How  often  do  you  and  your  supervisor 

get  together  to  set  your  personal  perfor- 
mance objectives? 
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distributions  were  found  in  this  study  to  be  significant  as  in  the  Gilpin  and  Haas 
study  it  was  felt  that  rhese  attitude/demographic  relationships  were  reliable  and 
not  unique  to  this  study. 

The  results  from  the  contingency  table  analysis  can  change  according  to  such 
variables  as  sample  size  and  the  number  of  degrees  of  freedom.  Gilpin  and  Haas 
had  recorded  the  attitude  questions  from  five  or  seven  responses  to  three  responses: 
positive,  neutral  and  negative  values.  In  using  the  FASTABS  program  all  attitude 
questions  were  recorded  in  a like  manner  as  shown  in  Figure  1. 

Combinations  of  questions  which  were  both  statistically  and  intuitively  related 
were  subjected  to  more  in  depth  analysis.  These  relationships  were  used  to  indicate 
possible  motivational  factors  that  influenced  the  attitudes  of  the  scientists  and 
engineers  in  this  study.  Also,  the  results  of  the  contingency  table  analysis  were 
used  to  shed  light  on  possible  reasons  for  differences  between  organizations.  Because 
of  the  large  number  of  combinations  found  to  be  significant  at  the  .05  level,  a more 
stringent  significance  level  of  .01  or  better  was  used  to  prevent  the  mostly  manual 
and  heuristic  analysis  from  becoming  too  complex  for  the  researchers. 

The  last  form  of  analysis  conducted  was  to  compare  the  results  of  this  study  with 
the  earlier  Gilpin  and  Haas  research  and  to  find  differences  between  the  organizations 
of  AFWAL,  ASD,  and  the  4950th  Test  Wing.  The  analysis  tested  whether  differences 
in  means  between  groups  were  significant.  To  accomplish  this,  the  SPSS  subprogram 
T-TEST  was  used  ( 22:  267). 

The  T-TEST  subprogram  was  used  to  compare  two  groups  of  responses.  It  computed 
their  respective  means  and  variances  and  provided  the  significance  level  for  the 
difference  in  means.  Several  assumptions  and  characteristics  of  the  sample  analyzed 
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were  important  factors  in  influencing  the  result.  Both  samples  and  the  population 
were  large  in  value  with  subsequent  large  degrees  of  freedom  (greater  than  30).  It 
was  assumed  that  the  samples  were  drawn  from  a normal  population.  In  testing  the 


hypothesis  that  the  means  of  the  sampled  populations  were  equal,  the  samples  were 
considered  to  be  independent,  the  variances  unequal,  and  no  assumption  was  made  as 
to  which  population  mean  was  greater  than  the  other.  Therefore,  a two-tail  signif- 
icance level  was  computed.  The  test  of  significance  provided  the  probability  that 
observed  differences  between  sample  means  were  due  to  chance.  Again  .05  was 
used  as  the  significance  level. 


IV.  Presentation  of  the  Findings 


The  previous  chapters  have  concerned  the  why  and  how  of  this  survey  effort. 

The  objective  of  the  next  two  chapters  is  to  answer  the  question  of  what  the  results 
of  the  survey  are  and  what  they  mean.  This  chapter  presents  the  results  of  the  survey 
and  the  pertinent  information  derived  from  the  analysis  of  these  data  using  the  various 
statistical  techniques  discussed  in  the  previous  chapter.  No  attempt  is  made  to  detail 
the  motives  of  the  respondents  or  to  give  any  in  depth  analysis  comparing  this  study 
with  the  previous  study.  The  discussion  of  these  findings  will  be  the  thrust  of  the 
following  chapter. 

This  chapter  is  broken  down  into  four  sections.  The  first  section  deals  with  the 
response  to  the  survey  by  total  number  of  people  and  by  organization.  The  second 
section  presents  the  results  of  the  techniques  employed  to  analyze  the  current  survey 
group.  This  will  contain  the  SURVAN  and  CODEBOOK  subprogram  results.  The 
third  section  is  concerned  with  the  SPSS  subprogram  T-TEST  and  presents  the  results 
of  a comparison  of  the  population  over  time  and  a comparison  of  attitudes  between 
organizations.  Finally,  a second  presentation  of  results  from  the  FASTABS  subprogram 
will  provide  significant  dependencies  between  various  attitudinal  variables. 

Response  to  the  Survey 

As  with  the  previous  study  done  by  Gilpin  and  Haas,  this  effort  enjoyed  a 
favorable  response  both  in  numbers  of  respondents  and  in  the  almost  immediate  return 
after  distribution.  Within  two  days  after  distribution  of  the  996  surveys  used,  over 
100  were  completed  and  returned.  By  the  end  of  the  first  week  after  distribution 
nearly  400  surveys  were  returned,  and  by  the  end  of  the  second  week  over  600  were 
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completed.  As  of  this  writing  697  surveys  have  been  received.  Of  this  number  10 
were  returned  due  to  the  fact  that  the  individual  could  not  be  reached,  two  were 
returned  unanswered  because  the  recipients  stated  a desire  not  to  do  so,  and  two 


were  received  after  the  data  analysis  had  begun  and  therefore  were  not  included. 


Thus,  683  surveys  were  used  as  the  data  base  for  this 
breakdown  of  the  responses  by  organization: 

study.  The  following 

is  a 

ORGANIZATION 

POPULATION 

SAMPLE  SIZE  RESPONDENTS 

Aeronautical  System  Division 

1326 

394 

292 

Materials  Laboratory 

224 

60 

35 

4950th  Test  Wing 

110 

109 

88 

Flight  Dynamics  Laboratory 

545 

164 

100 

Aero  Propulsion  Laboratory 

223 

82 

51 

Avionics  Laboratory 

483 

160 

102 

Aero  Medical  Research  Laboratory 

65 

16 

8 

Human  Resources  Laboratory 

19 

7 

3 

Wright  Aeronautical  Laboratory 

14 

4 

2 

Unknown 

- 

- 

2 

3009 

996 

683 

Because  of  the  ground  work  done  by  Gilpin  and  Haas  in  creating  the  survey 
instrument  and  due  to  early  scaling  of  administrative  obstacles,  distribution  of  the 
survey  was  effected  early  in  this  research  effort.  As  a result,  almost  100  percent 
of  the  returned  surveys  were  analyzed.  This  survey  obtained  a 69  percent  response 
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rate  and  likewise  69  percent  of  the  entire  sample  was  used  in  the  analysis.  Gilpin 
and  Haas  had  a 71  percent  response  rate,  but  because  of  time  constraints  only  496, 
or  65  percent,  of  their  returned  questionnaires  were  used  for  analysis.  However, 
all  the  data  collected  by  Gilpin  and  Haas  is  being  used  in  this  study  for  the  compar- 
ative analysis.  This  will  include  those  surveys  which  were  not  used  previously  and 
brings  the  total  to  550,  or  a 72  percent  rate  for  the  Gilpin  and  Haas  data. 

Aside  from  the  excellent  response  rate,  a high  degree  of  interest  war  noted  not 
only  by  the  number  completing  the  survey,  but  also  by  those  who  expressed  the  desire 
to  know  the  results.  Additionally,  many  of  the  respondents  took  the  extra  effort 
to  use  the  comment  sheet  and  provide  additional  information  or  express  their  views, 
and  a good  number  of  those  who  wrote  comments  filled  several  pages.  It  is  of 
interest  that  in  two  cases  where  surveys  were  returned  with  answers,  blank  the  respondents 
did  make  use  of  the  invitation  to  write  comments  and  one  went  to  the  trouble  of 
writing  an  informative  letter  to  Dr.  T,  Roger  Manley,  the  thesis  advisor.  In  the  survey 
cover  letter,  written  by  Dr.  Manley,  it  was  mentioned  that  the  intent  of  the  researchers 
was  to  provide  feedback  of  the  results  to  the  respondents,  and  it  is  felt  that  this  was 
an  effective  inducement  for  such  a good  response. 

Attitudes  of  the  Current  Population 

This  section  will  present  the  results  obtained  from  three  methods  of  analysis:  the 
SURVAN  report  on  the  population,  and  the  CODEBOOK  and  FASTABS  programs  of 
the  Statistical  Package  for  the  Social  Sciences  (SPSS).  Since  SURVAN  and  CODEBOOK 
provide  much  the  same  information,  they  will  be  discussed  as  a single  result. 
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SURV AN/CODEBOOK . As  discussed  in  Chapter  111,  these  two  methods  of 


analysis  provide  the  user  with  graphic  and  numerical  depictions  of  the  survey 
group.  These  data  are  provided  in  Appendix  B for  reference.  The  basic  present- 
ation is  the  output  of  the  SURV  AN  computer  program  and  the  mean  and  standard 
deviation  added  to  the  output  which  are  derived  from  the  CODEBOOK  output. 

The  reader  will  note  that  the  questions  requiring  an  alphabetic  response  have  been 
resolved  into  a numeric  format  by  the  formula  A=l,  B=2,  etc,  in  order  to  present 
mean  and  standard  deviation  values. 

Probably  the  most  easily  understood  presentation  of  the  results  of  these  two  outputs 
is  a word  picture  of  the  average  respondent  to  the  survey.  This  word  picture  is  not 
intended  to  single  out  one  individual  or  group  of  individuals  within  the  overall 
population  as  most  important.  However,  since  the  survey  group  was  chosen  using 
random  techinques  and  is  designed  to  be  representative  of  the  population  as  a whole, 
this  discussion  should  give  the  reader  a better  understanding  of  the  general  character- 
istics of  the  overall  population  with  which  the  survey  is  concerned. 

The  average  respondent  to  this  survey  is  a 39-year-old  engineer  who  has  worked 
for  the  government  for  approximately  13  years.  He  has  been  a member  of  his  organization 
for  just  about  10  years,  has  attained  the  level  of  GS-12,  and  earns  $22,000  per  year. 

He  has  a bachelor's  degree  and  has  done  some  work  toward  a post-graduate  degree. 

The  average  respondent  is  generally  satisfied  with  his  job  and  its  concomitant  economic 
standard  and  security.  He  feels  that  the  work  he  is  performing  is  meaningful  and  that 
he  can,  to  some  degree,  affect  decisions  related  to  his  job.  He  is  also  generally 
satisfied  with  his  supervision  although  not  as  satisfied  with  the  overall  leadership 


of  his  organization. 
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The  average  respondent  has  never  been  a member  of  a union.  However,  he  has 
friends  who  have  been  or  are  members,  and  they,  along  with  other  external  factors, 
exert  some  influence  upon  his  opinions  of  unions  and  union  activities.  He  believes 
that  union  membership  would  not  increase  his  professional  status  and  that  strikes  are 
not  a legitimate  means  of  dealing  with  the  problems  he  sees  in  government  employment. 
He  holds  the  opinion  that  unions  are  able  to  secure  benefits  which  otherwise  would 
not  be  obtained.  However,  even  though  he  believes  unions  can  be  effective  in 
dealing  with  management  in  behalf  of  individuals  and  groups,  he  tends  to  distrust  union 
methods,  motives,  and  leaders.  This  lack  of  trust  is  displayed  by  the  fact  that  he 
would  not  join  either  a union  or  an  association  which  would  represent  professionals 
in  bargaining  with  management. 

Although  this  presentation  of  the  status  and  views  of  the  average  survey  respondent 
is  not  indicative  of  any  one  individual  respondent,  it  will  give  the  reader  a general 
feel  for  the  attitudes  and  attributes  of  the  population  surveyed. 

FASTABS . The  FASTABS  portion  of  SPSS,  as  discussed  in  Chapter  3,  is  used  in 
this  analysis  to  discover  the  relationships  which  exist  between  the  selected  demographic 
variables  and  the  attitudes  held  by  the  scientists  and  engineers  in  the  survey  group. 

The  following  pages  will  present  the  results  of  the  FASTABS  analysis.  In  order  to 
focus  upon  the  attitudes  of  individuals  in  the  group,  the  discussion  will  center  around 
the  attitude  questions  contained  in  the  survey.  Each  question  will  be  presented  with 
its  various  responses  as  they  appeared  in  the  survey  instrument.  Following  the  question 
will  be  a list  of  the  demographic  factors  which  display  a statistical  significance  and 
beside  them  the  measured  significance  level. 

46 


■r"rr 


The  reader  must  understand  that  the  mere  existence  of  a certain  statistical 
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significance  level  associating  two  variables  does  not  necessarily  allow  one  to  infer 
a causal  relationship  between  the  variables  being  investigated.  Therefore,  following 
each  listing  of  significant  variables  is  a short  discussion  setting  forth  those  variables 
which  display  some  intuitively  reasonable  explanation  of  why  some  dependency 
appears  to  exist  between  the  variables.  Those  variables  which  bear  some  intuitive 
relationship  are  indicated  by  an  asterisk.  No  attempt  is  made  to  explain  why 
certain  attitudes  prevail  or  change  with  differences  in  demographics.  Those  attitudes 
which  are  held  by  all  members  of  the  group  in  common  or  those  which  show  random 
variations  with  respect  to  the  demographic  are  not  included. 

At  the  end  of  this  section  the  reader  will  find  several  charts.  These  will  present 
a graphic  representation  of  all  variables  which  were  found  to  have  statistical 
significance.  The  first  chart  contains  data  on  pairs  of  variables  significant  at  the 
.0?  and  .05  levels  based  upon  the  current  survey.  Following  that,  the  reader  will 
find  charts  comparing  the  data  obtained  during  this  survey  effort  and  the  data 
collected  by  Gilpin  and  Haas.  The  Gilpin  and  Haas  format  has  been  used  on  the 
comparison  charts  since  it  is  somewhat  more  restrictive  in  numbers,  and  only  those 
variables  which  were  tested  on  both  surveys  are  included. 


QUESTION  40:  I believe  that  government  employees'  unions: 


A.  Significantly  improve  relations  between  management  and  the  employees. 
B . Somewhat  improve  relations  between  management  and  the  employees. 

C.  Have  little  or  no  impact  on  relations  between  management  and  the 
employees. 

D.  Have  a negative  impact  on  relations  between  management  and  the 
employees. 

E . Seriously  impair  relations  between  management  and  the  employees. 


Variables  with  significant  dependency: 


Significance  level: 


01  Time  in  organization  .012 

*11  Preparation  for  responsibility  .009 

17  Feelings  toward  job  .006 

24  Leadership-supervision  .000 

30  Years  employed  with  the  government  .019 

*34  Past  member  of  union  .000 

*35  Friends  belong  to  union  .000 

36  Parents  belong  to  union  .003 


Although  each  of  these  variables  displays  a statistical  significance,  only  the 
experience  of  the  individual  respondent  or  his  friends  with  unions  and  how  the 
respondent  feels  about  his  preparation  for  further  responsibility  bear  on  intuitive 
relationship  to  how  he  feels  unions  will  affect  employee-management  relations. 

The  more  strongly  an  individual  feels  that  he  is  being  prepared  for  future  responsibility, 
the  more  likely  he  is  to  feel  that  a government  employees'  union  would  seriously 
impair  relations  between  management  and  employees.  If  an  individual's  perception 
of  his  past  exposure  to  unions  is  positive  then  he  is  somewhat  more  likely  to  feel 
that  management/employee  relations  will  be  improved,  but  if  his  perception  of 
his  experience  is  negative  he  is  most  likely  to  believe  that  relations  would  be 


( significantly  impaired. 


QUESTION  41:  Unions  obtain  more  benefits  for  employees  than  would  be  obtained 

without  them. 

A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 


Significance  level: 


Variables  with  significant  dependency: 

*02  Time  as  scientist  or  engineer 
04  Age 

06  Year  of  last  degree 
14  Economic  standard 
16  Free  time 
*17  Feelings  toward  job 
22  Leadership-supervision 
24  Get  together  with  supervisor 
28  GS  grade 
*34  Past  member  of  union 
*35  Friends  belong  to  union 
*36  Parents  belong  +o  union 


How  long  a respondent  has  been  a scientist  or  engineer,  how  he  feels  about 
his  job,  and  his  experience  with  unions  are  the  variables  which  bear  the  most 
meaningful  relationship  to  whether  or  not  he  feels  unions  would  be  able  to  gain 
more  benefits  for  employees.  If  the  individual  has  been  in  his  job  a long  time  he 
is  likely  to  disagree  a little  more  strongly.  Those  who  dislike  their  jobs  tend  to 
agree  strongly  that  the  benefits  obtained  would  be  more  significant,  but  the  better 
one  feels  about  his  job  the  more  likely  he  is  to  express  some  disagreement.  Those 
individuals  who  have  previous  experience  with  unions  and  whose  experiences  were 
positive  are  likely  to  agree  strongly  with  the  statement  of  this  question,  while  those 
who  view  their  experience  negatively  are  likely  to  disagree. 


QUESTION  42:  Membership  in  a union  increases  a person's  professional  status. 


A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 


Variables  with  significant  dependency:  Significance  level: 

02  Time  as  scientist  or  engineer  .009 

04  Age  . 048 

11  Preparation  for  responsibility  .007 

13  Income  .002 

14  Economic  standard  .002 

15  Economic  security  .004 

17  Time  satisfied  with  job  .027 

23  Work  aspects  of  life  .001 

24  Leadership-supervision  .026 

28  GS  grade  .026 

31  Personal  standing  .008 

32  Years  in  Dayton  .003 

*34  Past  member  of  union  .005 

38  Employees  covered  by  union  contract  .001 


Only  one  of  the  above  variables,  whether  a respondent  has  ever  been  a union 
member,  appears  to  bear  a reasonable  relationship  to  how  strongly  he  feels  about 
the  ability  of  a union  to  increase  his  professional  status.  However,  that  experience 
only  appears  to  affect  how  strongly  the  individual  disagrees.  Even  though  an 
individual's  experience  was  positive,  it  is  very  likely  that  he  will  disagree  with 


the  statement  of  the  question,  but  if  his  experience  was  negative,  there  virtually 


QUESTION  43:  If  white  collar  and  professional  employees  were  represented  by 

federal  employee  unions,  organizational  effectiveness  would  be! 

A.  Significantly  improved 
B . Improved 

C . Unaffected 

D.  Decreased 

E . Significantly  decreased 


Variables  with  significant  dependency: 

Significance  level: 

*11  Preparation  for  responsibility 

.000 

12  Personal  growth 

.031 

*17  Feelings  toward  job 

.014 

*21  Supervisor  feedback 

.002 

* 23  Work  aspects  of  life 

.004 

* 24  Leadership-supervision 

.000 

31  Personal  standing 

.020 

*34  Past  member  of  union 

.000 

* 35  Friends  belong  to  union 

.001 

* 36  Parents  belong  to  union 

.000 

With  regard  to  organizational  effectiveness,  only  those  feelings  with  regard  to 
personal  growth  and  personal  standing  did  not  show  a striking  relationship  to  the 
strength  or  direction  of  the  respondents'  feelings.  There  are  essentially  no  variables 
which  indicate  the  individuals  believe  that  organizational  effectiveness  will  increase. 
The  more  an  individual  is  satisfied  with  his  leadership-supervision,  the  feedback 
he  gets  from  his  supervisor,  the  work  aspects  of  his  life,  his  feelings  toward  his  job, 
and  his  feelings  that  he  is  being  prepared  for  future  responsibility  the  more  likely  he 
is  to  feel  that  organizational  effectiveness  will  be  significantly  decreased.  Those 
individuals  who  viewed  their  past  experience  with  unions  positively  were  about  evenly 
split  between  feeling  that  effectiveness  would  improve  or  deteriorate,  but  those  who 
thought  the  union  was  a negative  factor  were  much  more  likely  to  feel  effectiveness 
would  significantly  decrease. 
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QUESTION  44:  Government  employees,  or  their  elected  representatives  (such  as 

local  federal  employee  union  officials)  should  be  consulted  by 
management  on  matters  concerning  personnel  policies  and  working 
conditions. 

A.  Strongly  agree 
B . Agree 
C . No  opinion 
D . Disagree 
E . Strongly  disagree 


Variabl 

es  with  significant  dependency: 

Significance  level: 

13 

Income 

.031 

22 

Get  together  with  supervision 

.044 

29 

Work  area 

.037 

32 

Personal  standing 

.001 

34 

Past  member  of  union 

.018 

Although  all  the  above  variables  bear  a statistical  significance,  none  of  them 


bear  an  intuitive  relationship  to  answers  received  to  Question  44. 
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QUESTION  45:  Union  representation  insures  that  employees  are  treated  with  dignity 

as  individuals. 


A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variables  with  significant  dependency: 


Significance  level: 


02  Time  as  scientist  or  engineer  .003 

14  Economic  standard  .036 

*15  Economic  security  .028 

* 24  Leadership-supervision  .004 

32  Years  in  Dayton  .002 

*34  Past  member  of  union  .023 

36  Parents  belong  to  union  .042 

37  Federal  right  to  strike  .012 

38  Employees  covered  by  union  contract  .009 


A change  in  a respondent's  feelings  concerning  whether  a union  aids  in  insuring 
individual  dignity  is  only  indicated  by  that  person's  opinions  of  his  economic  security 
and  the  leadership  and  supervision  under  which  he  works,  and  it  appears  to  be 
affected  by  whether  he  was  at  one  time  a union  member.  Although  there  was  general 
agreement  with  the  statement  of  the  question,  those  who  were  more  satisfied  with 
these  factors  were  much  more  likely  to  strongly  disagree.  In  addition,  past  members 
of  unions  who  feel  that  unions  were  advantageous  are  likely  to  disagree,  and  those 
who  think  the  union  was  disadvantageous  were  by  for  more  likely  to  disagree. 
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QUESTION  46:  The  presence  of  federal  employee  union  representing  white  collar 

and  professional  workers  would  have  what  kind  of  an  impact  on 
employee-management  relations? 

A.  Relations  would  be  extremely  antagonistic. 

B . Relations  would  be  somewhat  antagonistic. 

C.  There  would  be  no  change  in  employee -management  relations. 

D.  Relations  would  be  somewhat  improved. 

E . Relations  would  be  significantly  improved. 


Variables  with  significant  dependency: 

Significance  level: 

01  Time  in  organization 

.020 

04  Age 

.034 

08  Number  of  conferences  attended 

.002 

*11  Preparation  for  responsibility 

.000 

12  Personal  growth 

.001 

17  Feelings  toward  job 

.000 

20  Compare  to  others  in  job 

.012 

*21  Supervisor  feedback 

.000 

*24  Leadership-supervision 

.000 

*27  Time  in  position 

.010 

*30  Years  employed  in  government 

.044 

31  Personal  standing 

.017 

As  in  Question  40,  this  question  tests  the  respondent's  feelings  toward  a union's 


impact  upon  employee-management  relations,  but  it  is  aimed  more  specifically  at 
the  professional  employee  rather  than  general  government  employment.  In  that 
regard,  several  factors  appear  to  have  a meaningful  impact  on  the  respondents' 
feelings.  Although  none  of  the  variables  indicate  that  individuals  feel  relations  would 
significantly  improve,  those  who  are  more  satisfied  with  their  economic  security 
their  supervision  and  supervisor  feedback,  and  the  feeling  that  they  are  being  prepared 
for  greater  responsibiltiy  are  likely  to  feel  that  relations  would  be  extremely  antag- 
onistic. Those  who  have  spent  more  time  in  their  position  and  longer  in  government 
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employment  are  likely  to  feel  less  strongly  about  the  antagonistic  impact  of  the  union. 
Those  whose  experience  with  unions  was  positive  were  likely  to  think  relations  would 
be  somewhat  antagonistic,  but  those  having  negative  experiences  were  very  likely 
to  think  relations  would  be  extremely  antagonistic. 
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QUESTION  47:  The  promotion  is  fair. 


A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variablt 

ss  with  significant  dependency: 

Significance  level 

01 

Time  in  organization 

.009 

*02 

Time  as  scientist  or  engineer 

.000 

08 

Number  of  conferences  attended 

.028 

09 

Number  of  papers  written 

.005 

*11 

Preparation  for  responsibility 

.000 

*12 

Personal  growth 

.000 

*13 

Income 

.000 

*14 

Economic  standard 

.000 

*15 

Economic  security 

.000 

*17 

Feelings  toward  job 

.000 

*18 

Time  satisfied  with  job 

.000 

*19 

Feelings  about  change  in  job 

.000 

*20 

Compare  to  others  in  job 

.007 

*21 

Supervisor  feedback 

.000 

*22 

Get  together  with  supervisor 

.000 

*23 

Work  aspects  of  life 

.000 

*24 

Leadership-supervision 

.000 

*25 

Freedom  to  do  job  well 

.000 

26 

Position 

.016 

27 

Time  in  position 

.012 

28 

GS  grade 

.000 

30 

Years  employed  with  government 

.004 

31 

Personal  standing 

.000 

35 

Friends  belong  to  union 

.030 

38 

Employees  covered  by  union  contract 

.046 

39 

Right  to  know  membership 

.024 

All  the  above  variables  bear  a statistical  significance,  and  most  of  them  also  bear 
an  intuitively  reasonable  relationship  to  the  depth  and  direction  of  a respondent's 
feelings  concerning  the  promotion  system.  However,  there  are  some  areas  which 
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stand  out  in  this  respect.  Those  who  are  satisfied  with  their  personal  standing  and 
growth  potential,  economics,  job  and  work  life,  and  supervision  are  less  likely  to 
believe  that  the  promotion  system  is  unfair.  Those  who  had  contacts  who  felt  that 
unions  had  been  advantageous  to  them  were  more  likely  to  feel  that  the  promotion 
system  was  fair. 


QUESTION  48:  Over  the  past  few  years  working  conditions  have: 


A. 
B . 

C. 

D. 

E. 

Deteriorated  significantly 
Deteriorated  somewhat 
Pretty  much  remained  the  same 
Improved  somewhat 
Improved  significantly 

Variables  with  significant  dependency: 

Significance  level 

*01 

Time  in  organization 

.007 

02 

Time  as  scientist  or  engineer 

.001 

04 

Age 

.000 

05 

Education 

.011 

06 

Year  of  last  degree 

.004 

08 

Number  of  conferences  attended 

.010 

09 

Number  of  papers 

.002 

10 

Number  of  patents 

.002 

11 

Preparation  for  responsibility 

.000 

*12 

Personal  growth 

.000 

13 

Income 

.000 

*14 

Economic  standard 

.002 

*15 

Economic  security 

.000 

* 17 

Feelings  toward  job 

.000 

* 18 

Time  satisfied  with  job 

.000 

19 

Feelings  toward  change  in  job 

.000 

*20 

Compare  to  others  in  job 

.000 

* 21 

Supervisor  feedback 

.007 

* 23 

Work  aspects  of  life 

.000 

* 24 

Leadership-supervision 

.000 

* 25 

Freedom  to  do  job  well 

.000 

26 

Position 

.001 

28 

GS  grade 

.033 

29 

Work  area 

.034 

*30 

Years  employed  with  government 

.005 

*31 

Personal  standing 

.000 

38 

Employees  covered  by  union  contract 

.030 

This  question,  like  Question  47,  has  many  variables  which  are  statistically 


significant,  and  some  of  those  are  standouts  as  intuitively  showing  a relationship 


to  a respondent's  feelings. 


If  an  individual  is  more  satisfied  with  his  personal 
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standing  and  potential  for  growth,  economics,  his  job  and  work  life,  and  their 
supervision  are  less  likely  to  feel  that  working  conditions  have  deteriorated.  In 
addition,  as  longevity  increases  the  individual  is  a little  more  likely  to  feel  that 
conditions  have  deteriorated  somewhat. 


QUESTION  49: 


In  my  organizational  unit  I have  the  opportunity  to  influence 
major  decisions. 


A.  To  a considerable  degree 
B . To  some  degree 

C.  Somewhat 

D.  I don't  have  much  influence 

E.  I have  no  influence  whatsoever 


iabh 

es  with  significant  dependency: 

Significance  leve 

02 

Time  as  scientist  or  engineer 

.001 

03 

Time  as  manager 

.000 

05 

Education 

.025 

06 

Year  of  last  degree 

.007 

08 

Number  of  conferences  attended 

.000 

09 

Number  of  papers 

.018 

*11 

Preparation  for  responsibility 

.000 

*12 

Personal  growth 

.000 

*13 

Income 

.000 

*14 

Economic  standard 

.000 

*15 

Economic  security 

.000 

*17 

Feelings  toward  job 

.000 

*18 

Time  satisfied  with  job 

.000 

*19 

Feelings  toward  change  in  job 

.000 

*20 

Compare  to  others  in  job 

.000 

*21 

Supervisor  feedback 

.000 

*23 

Work  aspects  of  life 

.000 

*24 

Leadership -supervision 

.000 

*25 

Freedom  to  do  job  well 

.000 

26 

Position 

.000 

*28 

GS  grade 

.000 

29 

Work  area 

.020 

*31 

Personal  standing 

.000 

38 

Employees  covered  by  union  contract 

.025 

Question  49  also  has  many  variables  which  are  reasonably  appealing  as  an 
explanation  of  why  certain  attitudes  concerning  the  individual's  ability  to 
influence  decision-making  are  held  or  may  vary.  The  more  positively  an  individual 
feels  about  his  personal  standing,  economic  situation,  job  and  work  life,  professional 
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development,  and  supervision  the  more  he  thinks  he  can  influence  major  decisions. 
Conversely,  the  more  negatively  he  feels  about  the  variables,  the  less  he  feels  he 
can  affect  those  decisions.  In  addition,  as  GS  rating  increases,  an  individual  is 
likely  to  believe  he  has  a greater  ability  to  influence  the  decision  process. 


QUESTION  50:  Compared  to  individuals  with  similar  education  and  training 

working  in  industry,  my  salary  is: 

A.  Considerably  higher 
B . Somewhat  higher 

C . About  the  same 

D.  Somewhat  lower 

E.  Considerably  lower 


Variables  with  significant  dependency;  Significance  level: 

01  Time  in  organization  .000 

*02  Time  as  scientist  or  engineer  .000 

04  Age  .000 

06  Year  of  last  degree  .000 

07  Time  since  professional  course  .006 

11  Preparation  for  responsibility  .016 

*13  Income  .000 

*14  Economic  standard  .000 

*15  Economic  security  .000 

16  Free  time  .003 

*27  Time  in  position  .000 

*28  GS  grade  .000 

30  Years  employed  by  the  government  .000 

*31  Personal  standing  .001 

32  Years  in  Dayton  .002 


There  are  several  factors  which  appear  to  affect  how  an  individual  scientist  or 

i 

engineer  feels  about  his  salary  compared  to  those  received  by  his  contemporaries 
in  the  private  sector  of  the  economy.  As  an  individual's  income,  time  in  his 
position,  GS  rating,  and  satisfaction  with  his  personal  standing  and  economic 
situation  increases,  his  opinion  of  his  salary  relative  to  those  working  in  industry 


becomes  more  favorable. 


QUESTION  51:  Strikes  can  be  a legitimate  means  of  collective  action  and  should 

be  permitted  for  government  employees  in  non-critical  jobs. 

A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 


1 

| i 


Variabh 

es  with  significant  dependency: 

Significance  level: 

04 

Age 

.031 

05 

Education 

.009 

06 

Year  of  last  degree 

.037 

*12 

Personal  growth 

.034 

13 

Income 

.035 

14 

Economic  standard 

.002 

*15 

Economic  security 

.027 

17 

Feelings  toward  job 

.008 

18 

Time  satisfied  with  job 

.012 

*23 

Work  aspects  of  life 

.001 

*24 

Leadersh  i p - supervision 

.003 

26 

Position 

.007 

30 

Years  employed  with  government 

.009 

*31 

Personal  standing 

.011 

*35 

Friends  belong  to  union 

.000 

* 36 

Parents  belong  to  union 

.047 

37 

Federal  right  to  strike 

.000 

39 

Right  to  know  membership 

.032 

Several  variables  appear  to  bear  a direct  relationship  to  how  a respondent  feels 
about  the  legitimacy  of  strikes  in  the  public  sector.  Although  none  of  the  responses 
indicated  overall  agreement  with  legitimacy  of  strikes  as  a means  of  collective  action, 
the  less  satisfied  an  individual  is  with  his  personal  growth,  economic  security, 
leadership-supervision,  and  the  work  aspects  of  his  life  the  less  likely  he  is  to 
express  strong  disagreement  with  that  legitimacy.  In  addition,  those  who  have  been 
exposed  to  parents  and  friends  who  believe  that  unions  were  advantageous  were  less 
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likely  than  those  who  believed  they  were  disadvantageous  to  strongly  disagree  with 
the  legitimacy  of  strikes. 


I ‘ 


QUESTION  52:  The  promotion  system  is  effective  (i.e.,  the  right/most  qualified 

person  is  generally  promoted). 


A. 
B . 

C. 

D. 
E . 

Strongly  disagree 
Disagree 
No  opinion 
Agree 

Strongly  agree 

Variables  with  significant  dependency: 

Significance  level: 

01 

Time  in  organization 

.009 

09 

Number  of  papers 

.037 

11 

Preparation  for  responsibility 

.000 

*12 

Personal  growth 

.000 

13 

Income 

.000 

*14 

Economic  standard 

.000 

*15 

Economic  security 

.000 

*17 

Feelings  toward  job 

.000 

*18 

Time  satisfied  with  job 

.000 

*19 

Feelings  toward  change  in  job 

.000 

*20 

Compare  to  others  in  job 

.003 

*21 

Supervisor  feedback 

.000 

*22 

Get  together  with  supervisor 

.002 

*23 

Work  aspects  of  life 

.000 

*24 

Leadership-supervision 

.000 

25 

Freedom  to  do  job  well 

.001 

26 

Position 

.002 

28 

GS  grade 

.000 

30 

Years  employed  with  government 

.014 

*31 

Personal  standing 

.000 

38 

Employees  covered  by  union  contract 

.001 

Several  meaningful  relationships  exist  with  regard  to  how  an  individual  feels  about 
the  effectiveness  of  the  promotion  system.  There  is  a general  opinion  that  the 
promotion  system  is  not  effective.  The  more  satisfied  an  individual  is  with  his  job, 
his  supervision,  his  economic  situation,  and  his  personal  standing  and  potential  for 
growth  the  less  likely  that  individual  is  to  feel  strongly  that  the  promotion  system  is 
not  effective. 
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QUESTION  53:  My  formal  supervisor  treats  all  employees  fairly. 

A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variables  with  significant  dependency: 
04  Age 

08  Number  of  conferences  attended 
*11  Preparation  for  responsibility 
*12  Personal  growth 
*14  Economic  standard 
*15  Economic  security 
16  Free  time 
*17  Feelings  toward  job 
18  Time  satisfied  with  job 
*19  Feelings  toward  change  in  job 
20  Compare  to  others  in  job 
*21  Supervisor  feedback 
*22  Get  together  with  supervisor 
*23  Work  aspects  of  life 
*24  Leadership-supervision 
*25  Freedom  to  do  job  well 
26  Position 
*31  Personal  standing 
36  Parents  belong  to  union 


Significance  level: 


Several  major  categories  of  variables  concerning  supervisor  treatment  of 
employees  bear  a striking  relationship.  The  responses  indicate  that  scientists 
and  engineers  generally  feel  that  their  supervisors  treat  all  employees  fairly. 
However,  that  perception  is  enhanced  by  greater  satisfaction  with  personal 
standing  and  potential  for  growth,  economic  situation,  satisfaction  with  job 
and  work  life,  and  supervision. 


*.  . 
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QUESTION  54:  I am  given  credit  for  work  I have  done. 


A.  Never 
B . Infrequently 

C.  Sometimes 

D.  Most  of  the  time 
E . All  of  the  time 


Variables  with  significant  dependency:  Significance  level: 

09  Number  of  papers  .013 

*11  Preparation  for  responsibility  .000 

*12  Personal  growth  .000 

13  Income  .016 

*14  Economic  standard  .003 

*15  Economic  security  .038 

*17  Feelings  toward  job  .000 

*18  Time  satisfied  with  job  .000 

19  Feelings  toward  change  in  job  .000 

*20  Compare  to  others  in  job  .000 

*21  Supervisor  feedback  .000 

*22  Get  together  with  supervisor  .000 

*23  Work  aspects  of  life  .000 

*24  Leadership-supervision  .000 

*25  Freedom  to  do  job  well  .000 

27  Time  in  position  .027 

*31  Personal  standing  .000 

36  Parents  belong  to  union  .046 

i 37  Federal  right  to  strike  .019 


As  in  Question  53,  many  of  the  same  variables  appear  to  affect  an  individual's 
impression  of  whether  or  not  he  is  given  credit  for  his  work.  There  appears  to  be 
general  agreement  that  the  respondents  are  given  credit  for  their  work.  However, 
that  feeling  is  stronger  with  greater  satisfaction  with  personal  standing  and  growth 
potential,  economic  situation,  job  and  work  life,  and  supervision. 


» 


QUESTION  55:  Overall  the  management  of  my  organization  is  competent  and 

effective. 

A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 


Variabh 

es  with  significant  dependency: 

Significance  level: 

01 

Time  in  organization 

.041 

07 

Time  since  professional  course 

.011 

09 

Number  of  papers 

.016 

*11 

Preparation  for  responsibility 

.000 

*12 

Personal  growth 

.000 

*14 

Economic  standard 

.000 

*15 

Economic  security 

.001 

*17 

Feelings  toward  job 

.000 

*18 

Time  satisfied  with  job 

.000 

*19 

Feelings  toward  change  in  job 

.000 

*20 

Compare  to  others  in  job 

.000 

*21 

Supervisor  feedback 

.000 

*22 

Get  together  with  supervisor 

.000 

*23 

Work  aspects  of  life 

.000 

*24 

Leadership-supervision 

.000 

*25 

Freedom  to  do  job  well 

.000 

26 

Position 

.025 

*31 

Personal  standing 

.000 

Of  the  above  listed  variables  displaying  a statistical  significance,  whether  an 
individual  is  a scientist,  engineer,  or  manager,  how  long  he  has  been  in  the 
organization,  and  his  professional  development  do  not  appear  to  have  any  direct 
bearing  on  how  opinions  of  the  competence  and  effectiveness  of  the  organization 
vary.  However,  the  individual  is  more  likely  to  believe  that  the  organizational 
management  is  competent  and  effective  the  more  satisfied  he  is  with  his  personal 
standing  and  professional  growth,  economic  situation,  job  and  work  life,  and 
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supervision.  The  more  dissatisfied  he  is  with  these  factors,  the  more  likely  he  is  to 
think  management  is  not  competent  and  effective. 


QUESTION  56:  Union  representation  at  my  organization  would  help  prevent  a 

major  reduction  in  force. 

A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variabh 

es  with  significant  dependency: 

Significance  level: 

15 

Economic  security 

.007 

22 

Get  together  with  supervisor 

.037 

23 

Work  aspects  of  life 

.041 

*24 

Leadershi  p-  supervi  sion 

.002 

*31 

Personal  standing 

.011 

37 

Federal  right  to  strike 

.016 

38 

Employees  covered  by  union  contract 

.000 

39 

Right  to  know  membership 

.004 

The  only  variables  which  seem  to  bear  a relationship  to  attitudes  about  the 


effectiveness  of  a union  in  maintaining  member  employment  are  leadership- 


supervision  and  personal  standing.  The  general  feeling  is  that  the  union  would  not 


prevent  a RIF,  but  there  is  a trend  which  suggests  that  the  more  satisfied  an 


individual  is  with  his  supervision  and  personal  standing,  the  more  likely  he  is 


i to  disagree  with  the  statement  of  the  question. 


i 


QUESTION  57:  Unions  have  been  successful  in  aiding  other  professional  employees. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E . Strongly  agree 


Variables  with  significant  dependency:  Significance  level: 

09  Number  of  papers  .030 

23  Work  aspects  of  life  .003 

24  Leadership-supervision  .027 

31  Personal  standing  .007 

*34  Past  member  of  union  .000 

*35  Friends  belong  to  union  .000 

*36  Parents  belong  to  union  .028 

37  Federal  right  to  strike  .031 


The  experiences  of  the  respondent,  his  parents,  and  his  friends  with  unions  appear 
to  be  the  variables  which  have  the  most  direct  impact  upon  an  individual's  perceptions 
about  the  success  of  unions  in  helping  professional  employees.  If  their  exposure  is 
viewed  negatively,  then  the  respondent's  opinions  are  likely  to  be  in  disagreement, 
and  if  their  exposure  is  thought  to  have  been  advantageous,  the  respondent  is  likely 
to  agree. 
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QUESTION  58:  Professional  employees  wou 

if  they  were  represented  by 

A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 

Id  benefit  from  larger  salary  increases 
a union. 

Variables  with  significant  dependency: 

Significance  level: 

06  Year  of  last  degree 

.019 

08  Number  of  conferences  attended 

.020 

13  Income 

.003 

*14  Economic  standard 

.000 

*15  Economic  security 

.045 

19  Feelings  toward  change  in  job 

.033 

23  Work  aspects  of  life 

.007 

*24  Leadership-supervision 

.014 

31  Personal  standing 

.000 

*35  Friends  belong  to  union 

.026 

39  Right  to  know  membership 

.042 

Economic  standard  and  security  are  the  most  obvious  variables  which  effect  how 
an  individual  views  the  ability  of  a union  to  I .rease  salaries  of  professional  employees. 
But  these  views  also  appear  to  be  influenced  by  his  friends  who  may  have  had  experience 
with  unions  and  his  leadership-supervision.  Although  there  is  an  overall  belief  that 
professional  employees  would  not  benefit  by  larger  salary  increases,  the  more  satisfied 
an  individual  respondent  is  with  his  current  economic  standard  ard  security,  the  more 
likely  he  is  to  feel  that  way.  Those  who  are  more  satisfied  with  their  leadership- 
supervision  are  more  likely  to  feel  negatively  as  well.  In  addition,  those  who  have 
friends  who  view  their  experience  with  unions  as  disadvantageous  are  very  likely  to 
disagree,  and  even  those  whose  friends  who  believe  their  exposure  was  advantageous 
are  somewhat  more  likely  to  disagree. 


72 


\ 


f. 


QUESTION  59:  The  benefit’s,  economic  and  otherwise,  obtained  from  belonging  to 

a union  more  than  compensate  for  the  monthly  dues  (approximately 
$5  per  month). 


A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 

Variables  with  significant  dependency:  Significance  level: 

11  Preparation  for  responsibility  .039 

23  Work  aspects  of  life  .040 

24  Leadership-supervision  .033 

*34  Past  member  of  union  .000 

*35  Friends  belong  to  union  .000 

*36  Parents  belong  to  union  .000 

The  attitudes  of  the  respondents  with  regard  to  dues  versus  benefits  appear  to  be 
most  closely  associated  with  the  opinions  of  their  friends  and  relatives  who  were  past 
members  of  unions  and  their  own  opinion  if  they  have  been  a union  member.  If 
previous  experience  is  viewed  positively  the  respondent  is  likely  to  agree  that 
dues  are  compensated  for  by  benefits  received.  But  if  those  experiences  are  viewed 
negatively,  they  are  much  more  likely  to  disagree. 

i 
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QUESTION  60:  Union  leaders  generally  act  in  the  best  interests  of  union  members. 


i 
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A.  Strongly  disagree 
B . Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 
F . Agree 

G.  Strongly  agree 


Variabli 

es  with  significant  dependency: 

Significance  leve 

01 

Time  in  organization 

.000 

05 

Educational  level 

.021 

12 

Personal  growth 

.022 

14 

Economic  standard 

.024 

*21 

Supervisor  feedback 

.023 

22 

Get  together  with  supervisor 

.042 

29 

Work  area 

.039 

30 

Years  employed  with  government 

.036 

*34 

Past  member  of  union 

.000 

*35 

Friends  belong  to  union 

.000 

*36 

Parents  belong  to  union 

.000 

37 

Federal  right  to  strike 

.016 

38 

Employees  covered  by  union  contract 

.031 

39 

Right  to  know  membership 

.047 

Whether  or  not  the  respondents  feel  union  leaders  act  in  the  best  interests  of  members 
seems  to  be  affected  by  two  basic  variables.  The  first  is  the  amount  of  useable  feedback 
they  receive  from  their  supervisor.  And  the  second  is  the  impressions  they  have  formed 
from  their  own  experiences  or  the  experiences  of  their  parents  and  friends.  If  an 
individual  gets  a great  deal  of  supervisor  feedback  he  is  more  likely  to  believe  that 
union  leaders  do  not  act  in  the  best  interests  of  the  members.  In  addition,  if  the 
experiences  of  the  respondent  and  his  friends  and  relatives  are  seen  as  advantageous, 
he  is  slightly  more  likely  to  disagree  than  agree  with  the  statement  of  the  question. 

If  the  experiences  are  viewed  as  disadvantageous,  the  respondents  are  significantly 
more  likely  to  disagree. 
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QUESTION  61:  It  has  been  said  that  unions  have  tended  to  emphasize  seniority 

as  the  most  important  consideration  for  advancement;  such  a 
practice  would  have  the  following  effect  on  my  organization: 

A.  It  would  greatly  improve  morale 
B . It  would  cause  some  improvement  in  morale 

C.  It  would  have  no  impact  on  morale 

D.  It  would  have  a negative  impact  on  morale 

E . It  would  have  a disasterous  impact  on  morale 


^ Variables  with  significant  dependency: 

01  Time  in  organization 

02  Time  as  scientist  or  engineer 

04  Age 

05  Education 

06  Year  of  last  degree 

08  Number  of  conferences  attended 

11  Preparation  for  responsibility 

12  Personal  growth 

13  Income 

20  Compare  to  others  in  job 

21  Supervisor  feedback 
23  Work  aspects  of  life 
25  Freedom  to  do  job  well 
27  GS  grade 

30  Years  employed  with  government 

31  Personal  standing 

32  Years  in  Dayton 

35  Friends  belong  to  union 

36  Parents  belong  to  union 
39  Right  to  know  membership 


Significance  level: 


There  are  only  two  basic  factors  which  seem  to  influence  how  a respondent  feels 
about  seniority  advancement.  The  first  and  most  obvious  is  longevity  including  the 
year  of  his  last  degree,  his  GS  grade,  and  the  number  of  years  he  has  been  employed 
by  the  government.  Although  the  overall  belief  is  that  unions  would  impair  morale, 
the  greater  the  longevity  the  less  likely  the  respondent  is  to  think  that  morale  will 


be  impaired.  The  second  factor  is  his  personal  standing  and  potential  and  preparation 
for  personal  and  professional  growth.  The  more  satisfied  the  respondent  is  with  this 
basic  factor,  the  more  likely  he  is  to  believe  that  morale  will  be  impaired. 


I 
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QUESTION  62:  If  a union  were  elected  by  members  of  my  organization  to  represent 

and  bargain  for  professional  employees,  I would  join. 


A. 

1 strongly  disagree 

B . 

1 disagree 

C. 

No  opinion 

D. 

1 agree 

E . 

1 strongly  agree 

Variabh 

es  with  significant  dependency: 

Significance  level 

08 

Number  of  conferences  attended 

.012 

*11 

Preparation  for  responsibility 

.000 

14 

Economic  standard 

.001 

17 

Feelings  toward  job 

.000 

20 

Compare  to  others  in  job 

.035 

*23 

Work  aspects  in  life 

.002 

*24 

Leadership-supervision 

.000 

*25 

Freedom  to  do  job  well 

.050 

27 

Time  in  position 

.048 

*31 

Personal  standing 

.001 

*34 

Past  member  of  union 

.000 

*35 

Friends  belong  to  union 

.000 

*36 

Parents  belong  to  union 

.000 

There  appear  to  be  several  fact  which  are  significant  in  indicating  how  an 


individual's  attitude  concerning  joining  a union  might  vary.  The  more  satisfied 
the  respondent  is  with  his  personal  standing  and  preparation  for  future  responsibility, 
his  supervision,  and  the  work  aspects  of  his  life,  the  less  likely  he  is  to  join  a union. 
In  addition,  if  the  respondent,  his  parents,  or  his  friends  had  previous  experience 
with  unions  and  that  experience  was  believed  to  have  been  disadvantageous,  he 
is  much  less  likely  to  think  he  would  join  than  if  he  either  did  or  did  not  have  previous 
exposure  or  experience. 
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QUESTION  63:  Once  unions  enter  an  organization,  they  tend  to  gain  an  excessive 

amount  of  power. 

A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variables  with  significant  dependency: 

1 1 Preparation  for  responsibility 

12  Personal  growth 

17  Feelings  toward  job 
31  Personal  standing 
34  Past  member  of  union 
*35  Friends  belong  to  union 
*36  Parents  belong  to  union 

37  Federal  right  to  strike 

38  Employees  covered  by  union  contract 

39  Right  to  know  membership 


Of  the  variables  which  show  a statistical  significance  in  determining  the 
attitudes  an  individual  holds  about  the  power  exercised  by  unions,  the  influence 
of  opinions  held  by  parents  and  friends  appear  to  be  the  ones  with  the  most 

* 

reasonable  impact.  Although  the  general  belief  is  that  unions  gain  excessive 
power,  if  the  experiences  of  parents  and  friends  are  thought  to  have  been  disad- 
vantageous, the  respondent  is  much  more  likely  to  believe  that  is  the  case. 


Significance  level: 

.004 

.001 

.027 

.010 

.000 

.000 

.001 

.013 

.014 

.016 


QUESTION  64:  A union  can  solve  problems  which  an  individual,  on  his  own, 

would  be  unable  to  solve. 


A.  Strongly  agree 
B . Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 


Variable 

es  with  significant  dependency: 

Significance  level: 

; 04 

Age 

.029 

05 

Education 

.000 

06 

Year  of  last  degree 

.003 

*12 

Personal  growth 

.002 

*13 

Income 

.002 

: *17 

Feelings  toward  job 

.024 

18 

Time  satisfied  with  job 

.004 

*22 

Get  together  with  supervisor 

.006 

23 

Work  aspects  of  life 

.019 

*24 

Leadership- supervision 

.002 

25 

Freedom  to  do  job  well 

.039 

27 

Time  in  position 

.046 

*28 

GS  grade 

.005 

29 

Work  area 

.049 

*33 

Present  member  of  union 

.027 

*34 

Past  member  of  union 

.000 

*35 

4 

Friends  belong  to  union 

.000 

Of  the  factors  above,  one  basic  one  stands  out  as  having  the  most  effect  upon 
an  individual's  perception  of  the  ability  of  a union  to  solve  individual  problems. 
That  is,  if  his  parents  and  friends  were  members  of  unions,  and  they  viewed  their 
membership  as  advantageous,  the  respondent  is  much  more  likely  to  believe  that 
a union  can  be  effective  in  solving  individual  problems.  Several  other  factors 
appear  to  be  of  value  in  interpreting  the  reaction  of  the  respondent,  but  they  do 
not  follow  a clear-cut  pattern. 
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QUESTION  65:  If  a union  were  recognized  as  the  sole  bargaining  agent  for  my 

my  organization,  its  members  would  attempt  to  force  other 
employees  to  join  against  their  will. 

A.  Strongly  disagree  . 

B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree  ~~ 


Variables  with  significant  dependency: 


Significance  level: 


20  Compare  to  others  in  job  .041 

30  Years  employed  with  government  .032 

*34  Past  member  of  union  .008 

*35  Friends  belong  to  union  .000 


Of  the  few  variables  which  have  a statistical  significance  in  determining  an 
individual's  response  to  this  question,  only  the  respondent's  own  experience  or  the 
experiences  of  his  friends  possess  intuitive  appeal  in  explaining  the  responses.  If 
these  experiences  are  thought  of  as  having  been  disadvantageous  the  respondent  was 
much  more  likely  to  feel  that  unions  would  attempt  to  force  others  to  join  once 
they  were  recognized. 
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QUESTION  66:  In  the  public  sector,  union  lobbying  efforts  are  more  effective 

than  bargaining  directly  with  management. 


A.  Strongly  agree 
B Agree 

C.  No  opinion 

D.  Disagree 

E . Strongly  disagree 


Variables  with  significant  dependency:  Significance  level: 

01  Time  in  organization 

02  Time  as  scientist  or  engineer 
26  Position 

30  Years  employed  with  government 
37  Federal  right  to  strike 


Although  these  variables  display  a statistical  significance  there  is  little  intuitive 
arguement  to  support  the  idea  that  differences  in  the  variables  reflect  in  differing 
responses  to  Question  66. 


.041 

.041 

.021 

.006 

.045 


Adequate  safeguards  exist  for  the  individual  employed  by  the  Government;  there 
is  no  need  for  federal  employee  unions:  (Refer  this  to  Questions  67  and  68  only.) 


QUESTION  67:  To  represent  government  employee  interests  in  Congress  through 

lobbying. 

A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variabh 

es  with  significant  dependency: 

Significance  leve 

01 

Time  in  organization 

.006 

02 

Time  as  scientist  or  engineer 

.000 

04 

Age 

.008 

11 

Preparation  for  responsibility 

.018 

*12 

Personal  growth 

.000 

13 

Income 

.005 

14 

Economic  standard 

.049 

*16 

Free  time 

.001 

22 

Get  together  with  supervisor 

.039 

*24 

Leadership-supervision 

.000 

28 

GS  grade 

.037 

30 

Years  employed  with  government 

.005 

*31 

Personal  standing 

.013 

*34 

Past  member  of  union 

.000 

*35 

Friends  belong  to  union 

.000 

36 

Parents  belong  to  union 

.000 

37 

Federal  right  to  strike 

.000 

38 

Employees  covered  by  union  contract 

.001 

39 

Right  to  know  membership 

.019 

The  more  satisfied  a scientist  or  engineer  is  with  his  potential  for  personal  growth, 
his  free  time,  his  supervision,  and  his  personal  standing,  the  less  likely  he  is  to  feel 
the  need  for  a union.  In  addition,  the  experiences  of  the  individual  and  his  friends 
appears  to  have  some  impact  upon  his  opinions.  If  those  experiences  are  viewed  as 
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having  been  advantageous,  he  is  likely  to  think  there  is  a need  for  union  representation, 
while  if  his  experiences  are  viewed  as  negative,  he  is  more  likely  to  believe  that  a 
union  is  unnecessary. 


Adequate  safeguards  exist  for  the  individual  employed  by  the  Government; 
there  is  no  need  for  federal  employee  unions:  (Refer  this  to  Questions  67  and 
68  only.) 


QUESTION  68:  To  help  resolve  disputes  and  look  after  employee  interests  through 

direct  negotiation  with  the  Air  Force. 

A.  Strongly  disagree 
B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variables  with  significant  dependency: 

*11  Preparation  for  responsibility 
*12  Personal  growth 
*16  Free  time 
17  Feelings  toward  job 
*18  Time  satisfied  with  job 
22  Get  together  with  supervisor 
*23  Work  aspects  of  life 

24  Leadership-supervision 

25  Freedom  to  do  job  well 
*34  Past  member  of  union 

35  Friends  belong  to  union 

36  Parents  belong  to  union 

38  Employees  covered  by  union  contract 


Significance  level: 


If  a scientist  or  engineer  is  satisfied  with  his  potential  for  personal  growth,  free 
time,  job  and  work  aspects  of  his  life,  and  his  preparation  for  future  responsibility, 
he  is  less  likely  to  believe  a union  is  needed  to  resolve  disputes  and  look  after 
employee  interests.  In  addition,  if  he  is  a past  member  of  a union  and  thinks  the 
union  membership  was  disadvantageous  he  is  likely  to  feel  the  same.  However,  if 
his  union  membership  is  thought  of  as  disadvantageous,  he  is  more  likely  to  think 
the  union  is  unnecessary. 
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QUESTION  69:  If  an  organization  of  federally  employed  professionals  (engineers 

and/or  scientists)  was  formed  to  represent  the  interests  of  this 
group  (i.e.,  lobbying  for  pay  increases,  presenting  grievances, 
etc.),  I v/ould  join. 

A.  Strongly  disagree 

B . Disagree 

C.  No  opinion 

D.  Agree 

E . Strongly  agree 


Variabh 

es  with  a significant  dependency: 

Significance  leve 

*12 

Personal  growth 

.021 

*14 

Economic  standard 

.000 

*15 

Economic  security 

.001 

17 

Feelings  toward  job 

.014 

18 

Time  satisfied  with  job 

.035 

*20 

Compare  to  others  in  job 

.014 

*23 

Work  aspects  of  life 

.008 

*24 

Leadership-supervision 

.004 

*31 

Personal  standing 

,001 

33 

Present  member  of  union 

.040 

*34 

Past  member  of  union 

.000 

*35 

Friends  belong  to  union 

.000 

*36 

Parents  belong  to  union 

.000 

39 

Right  to  know  membership 

.033 

If  an  individual  is  satisfied  with  his  economic  situation,  his  personal  standing  and 
potential  for  growth,  how  he  compares  to  others  in  his  job,  the  work  aspects  of  his 
life,  and  his  supervision,  he  is  less  likely  to  want  to  join  an  employee  association. 

In  addition,  the  experiences  of  the  respondent  and  his  friends  and  relatives  appear 
to  relate  to  his  desire  to  join  an  association.  If  that  past  union  membership  is  viewed 
as  having  been  advantageous,  there  is  a slight  indication  that  the  respondent  might  be 
more  likely  to  join.  On  the  other  hand,  if  the  membership  was  viewed  as  disadvan- 
tageous, the  individual  is  very  unlikely  to  express  any  intention  of  joining. 
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This  discussion  of  the  FASTABS  data  has  been  concerned  with  the  current  survey 
group  as  a single  entity.  There  is,  however,  another  important  aspect  of  the  survey 
group  to  be  investigated.  The  results  from  the  current  group  must  now  be  compared 
to  the  results  obtained  during  the  previous  survey  effort  in  order  to  determine  what, 
if  any,  trends  exist  in  the  attitudes  and  opinions  possessed  by  members  of  the 
population. 

T-Test  Analysis  Results 

A T-Test  is  used  to  find  significant  differences  in  the  mean  average  answer  given 
for  each  question  as  described  in  Chapter  III.  The  T-Test  is  used  in  comparing  the 
data  from  the  previous  study  and  equivalent  data  derived  from  this  study.  In  addition, 
T-Test  analysis  is  used  to  compare  the  three  major  organizations  involved  in  the  study; 
ASD,  AFWAL,  and  the  4950th  Test  Wing.  The  purpose  of  using  the  test  between  the 
various  sets  of  data  is  to  note  changes  that  have  occured  over  the  past  two  years  and 
to  note  current  differences  between  the  organizations. 

The  test  was  done  on  all  questions  including  the  combined  job  satisfaction  score 
that  was  calculated  from  the  data.  In  the  comparison  between  the  two  studies  only 
those  questions  that  are  common  to  both  are  used  in  the  test.  This  section  presents 
only  the  significant  findings  from  the  attitude  section  of  the  survey.  Questions  40 
to  69. 

Of  the  thirty  attitude  questions  used  in  both  studies,  14  were  found  to  have  a 
significance  level  of  .05  or  lower,  and  of  these  14,  10  were  significant  at  the  level 
of  .01.  Eight  of  these  10  are  at  the  .000  level  indicating  a nearly  zero  probability 
that  the  difference  in  means  is  due  to  chance.  Because  of  the  large  number  of 
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significant  variables  in  proportion  to  the  total  number  of  attitude  questions  only  the 
ones  at  the  .01  level  are  presented  in  the  table  of  Figure  4.  The  table  first  lists 
the  question.  Below  the  question,  from  left  to  right,  is  the  mean  average  answer 
for  the  Gilpin  and  Haas  study  followed  by  the  mean  average  answer  from  the  current 
data.  The  third  number  represents  the  significance  level  for  the  difference  between 
the  means,  and  the  last  number  indicates  the  percent  of  the  population  that  would 
have  had  to  change  their  answer  by  a single  interval  in  order  for  the  means  between 
the  two  studies  to  differ  as  indicated.  On  the  far  right  is  a short  statement  that  indicates 
in  which  direction  the  shift  in  answers  must  have  occurred.  For  example:  concerning 
Question  40,  if  all  the  respondents  in  the  previous  study  had  answered  C,  "Unions 
have  little  or  no  impact,"  then  in  order  to  account  for  the  same  relative  shift  in  the 
mean,  approximately  30  percent  of  the  respondents  would  have  had  to  change  their 
answer  to  D,  "Unions  have  a negative  impact." 

In  comparing  the  differences  in  mean  responses  within  the  attitude  section  of  the 
survey  between  the  major  organizations,  one  must  be  careful  in  saying  that  one  organ- 
ization is  more  pro-union  than  the  others  or  the  employees  of  one  organization  have  a 
more  favorable  attitude  toward  their  organization  than  the  employees  of  another.  Many 
of  these  differences  were  at  such  probability  levels  as  to  be  inconclusive.  In  Chapter 
V,  those  differences  that  were  significant  will  be  discussed,  and  conclusions  will  be 
drawn  as  to  why  those  differences  exist. 

In  addition  to  this  statistical  comparison  of  answers  to  the  survey,  the  reader  is 
provided  a comparison  the  SURVAN  results  between  the  two  studies  in  Appendix  3. 

This  provides  a graphic  illustration  of  the  actual  responses  to  questions  in  the  survey 
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and  may  aid  in  understanding  the  shifts  in  responses.  The  means  and  significance  levels 
are  provided  along  with  the  histograms  of  the  responses  to  each  question. 


Inter-attitudinal  Variable  Analysis 


In  addition  to  performing  a Chi-square  contingency  table  analysis  between  the 
demographic  and  attitude  questions,  a test  for  dependency  was  done  between  the  questions 
measuring  attitudes  toward  unions  and  those  concerned  with  attitudes  toward  the 
organization.  In  the  attitude  section  of  the  survey  there  are  22  questions  dealing  with 
unions  and  8 dealing  with  the  organization.  Figure  6 shows  the  results  derived  from 
this  test.  It  is  interesting  to  note  that  out  of  the  376  possible  combinations  of  variables 
in  the  table  there  are  85  combinations  showing  dependency  at  the  .01  significance 
level.  In  almost  all  of  these  85  combinations  there  is  an  apparent  correlation  between 
the  attitude  one  holds  toward  his  organizqtion  and  his  feelings  about  unions. 
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Question  Number:  Statement  of  the  Question 


Question  Numbers  Statement  of  the 


Figure  4 T-test  Results  (continued) 


estion  Number:  Statement  of  the 


Figure  5 Inter-organizational  T-test 
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Figure  6 Attitude  T-test  Results 

Note:  X=.01  significance  level 

0=.05  significance  level 


V . Discussion  of  the  Findings 


The  discussion  of  fhe  findings  from  the  analysis  of  the  current  survey  data  will  be 
presented  in  four  sections.  The  first  section  consists  of  a straightforward  presentation 
of  the  authors'  analysis  of  the  current  results  using  an  attitudinal  format.  The  second 
section  describes  results  obtained  from  this  survey  on  subjects  not  tested  in  the  previous 
survey  effort.  The  third  section  of  this  chapter  deals  with  the  objective  of  confirma- 
tion or  refutation  of  the  findings  of  the  previous  analysis.  And,  finally,  the  last 
section  contains  a discussion  of  the  findings  of  the  T-Test  analysis.  That  section 
will  be  comprised  of  the  trends  which  have  occurred  since  the  previous  survey  effort 
and  an  analysis  intended  to  identify  possible  internal  factors  that  may  influence 
attitudes  toward  unions  and  the  organization. 

Attitude  Findings 

While  the  study  conducted  by  Gilpin  and  Haas  focused  the  discussion  of  findings 
upon  the  demographic  factors  which  appeared  to  bear  some  causal  relationship  to  the 
attitudes  held  by  scientists  and  engineers,  the  current  analysis  focuses  upon  attitud- 
inal findings.  In  order  to  present  the  findings  in  that  format,  the  attitude  questions 
and  responses  must  be  broken  down  into  groups.  Therefore,  the  respondents'  answers 
are  placed  in  the  following  classifications:  the  work,  the  individual,  supervision, 
the  system,  the  organization,  and  unions.  The  discussion  of  attitudes  of  the  respondents 
toward  each  of  these  areas  will  be  broken  down  into  two  parts  where  applicable.  The 
first  treatment  concerns  how  they  feel  about  the  factor  itself,  and  the  second  is  how 
they  feel  unions  might  impact  the  factor. 


The  Work.  How  the  respondents  felt  about  their  work  may  be  broken  down  into 


two  parts.  The  first,  and  most  obvious,  concerns  the  physical  aspects  of  the  work; 
that  is,  such  things  as  free  time,  working  conditions,  and  economics.  The  second 
portion  of  the  breakdown  of  the  work  factor  concerns  internal  aspects  of  the  work 
such  as  how  well  satisfied  employees  are  with  their  job  and  whether  they  consider 
their  work  meaningful  and  important  to  their  lives. 

With  respect  to  the  physical  aspects  of  their  work,  the  respondents  appeared 
quite  satisfied.  Only  15  percent  were  dissatisfied  with  the  amount,  use,  or 
scheduling  of  their  free  time.  Likewise  with  the  respondents'  economic  standard, 
only  16  percent  were  dissatisfied  to  any  degree,  and  only  14  percent  were  dissatis- 
fied with  the  economic  security  afforded  by  their  employment.  However,  32  percent 
felt  that  working  conditions  had  deteriorated  over  the  past  few  years  while  less 
than  20  percent  felt  working  conditions  were  improving. 

Concerning  the  less  tangible  aspects  of  their  work,  in  general  the  respondents 
reflect  more  satisfaction  than  dissatisfaction  with  their  employment.  Only  23  percent 
of  the  respondents  were  dissatisfied  with  the  fact  that  they  did  not  perceive  their 
work  to  be  meaningful  and  important.  In  terms  of  overall  satisfaction,  only  9 percent 
did  not  like  their  jobs  while  85  percent  liked  it  half  of  the  time  or  more.  Although 
about  22  percent  of  the  respondents  indicated  some  preference  for  a change  in  job, 
only  9 percent  of  those  displayed  any  desire  to  change  their  occupation.  In  addition, 
when  comparing  their  job  satisfaction  with  their  opinion  of  how  other  individuals 
feel  about  their  jobs,  93  percent  reported  that  they  thought  they  liked  their  jobs  as 
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well  as  or  better  than  anyone  else.  In  general,  then,  it  appears  that  the  respondents 
are  satisfied  with  both  the  tangible  and  intangible  aspects  of  their  work. 
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Turning  now  as  to  whether  and  how  these  attitudes  toward  their  work  might  affect 
the  respondents'  attitudes  toward  unions,  an  examination  of  the  results  of  Questions 
58,  59,  62,  67,  and  69  in  Chapter  IV  indicate  that  both  the  tangible  and  intangible 
aspects  of  the  work  influence  attitudes  toward  unions.  This  influence  is  significant 
both  statistically  and  intuitively.  It  is  most  evidenced  in  the  influence  of  economic 
standard  and  security.  The  respondents  generally  do  not  feel  that  unions  can  help 
them  to  obtain  better  economic  benefits  or  that  union  dues  are  conpensated  for  by 
benefits.  There  was  general  disagreement  among  the  respondents  as  to  whether 
lobbying  by  unions  was  needed  by  government  employees.  Less  than  one  quarter 
of  the  respondents  would  join  either  a union  or  an  association  formed  to  represent 
professional  government  employees. 

The  Individual.  As  discussed  in  Chapter  II,  individualism  concerns  the  ability  of 
the  individual  to  influence  his  work  and  environment.  This  section  concerning  the 
individual,  however,  is  more  all -encompassing . This  assessment  of  how  the  respondents 
view  their  treatment  as  individuals  includes  not  only  the  individual's  ability  to  influence 
his  work  and  environment,  but  it  also  includes  an  analysis  of  attitudes  concerning 
personal  standing,  personal  growth,  and  growth  into  future  responsibility. 

Professionalism  was  also  included  in  the  discussion  in  Chapter  III  through  four 
questions  designed  to  measure  the  level  of  professional  development.  Two  questions 
exploring  how  union  membership  might  affect  an  individual's  professional  status 


were  also  included. 


Overall,  the  respondents  seem  to  be  satisfied  with  their  situation  and  treatment, 
but  that  satisfaction  could  hardly  be  characterized  as  particularly  enthusiastic. 

With  regard  to  personal  standing,  most  respondents  are  relatively  well  satisfied. 

Only  15  percent  expressed  dissatisfaction,  but  conversely,  only  6 percent  considered 
themselves  highly  satisfied.  Satisfaction  with  personal  growth  potential  reflected 
much  the  same  attitude.  Most  were  satisfied  with  their  ability  to  develop  their 
personal  capacities  with  6 percent  being  highly  satisfied.  However,  28  percent 
expressed  dissatisfaction.  There  was  little  undecided  opinion  about  whether  the 
respondents  felt  they  were  being  prepared  for  future  responsibility.  Somewhat  less 
than  one  third  of  those  responding  (31%)  expressed  a negative  opinion,  a little 

than  two  thirds  (61%)  were  positive  in  their  opinion,  and  only  8 percent  were 
undecided.  With  regard  to  whether  an  individual  was  given  the  freedom  to  do  his 
job  well  and  then  whether  or  not  he  received  credit  for  his  work,  the  responses 
were  somewhat  more  positive.  Very  few  (7%)  felt  that  they  were  seldom  or  never 
given  the  freedom  they  required,  and  only  about  14  percent  said  they  were  given 
credit  for  their  work  infrequently  or  never. 

Much  of  the  discussion  in  Chapter  II  was  directed  toward  the  relationship  between 
individualism  and  the  ability  of  the  individual  to  influence  decision-making  in  the 
organization.  An  interesting,  and  possibly  expected,  result  was  noted  in  the 
responses  to  Question  49  regarding  whether  the  respondent  felt  the  responses  closely 
parallel  the  GS  ratings  of  the  respondents.  Those  with  higher  GS  ratings  appear 
to  feel  that  they  have  a greater  say  in  the  decision-making  process,  while  the 
younger  employees  feel  their  influence  is  lesser. 
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With  regard  to  how  the  respondents  felt  a union  might  impact  the  individual, 
several  things  were  discovered.  The  only  things  that  appear  to  influence  respondents' 
opinions  concerning  whether  a union  would  ensure  that  they  were  treated  with  dignity 
as  individuals  were  whether  they  were  given  credit  for  their  work  and  whether  they 
felt  they  could  influence  decisions.  As  mentioned  previously,  influence  on  decisions 
followed  GS  rating. 

The  most  important  determinant  of  respondent  attitudes  toward  a union's  influence 
on  their  treatment  appears  to  be  their  past  experience  with  unions.  However,  the 
responses  to  whether  a union  might  be  able  to  solve  problems  which  an  individual 
might  not  be  able  to  solve  on  his  own  appeared  to  be  of  both  statistical  and  practical 
significance.  With  regard  to  the  measures  of  individualism  used  in  this  section, 
attitudes  toward  personal  growth,  freedom  to  do  the  job  well,  and  influence  on 
major  decisions,  display  both  statistical  and  intuitive  significance. 

It  appears  that  the  group  of  respondents  as  a whole  has  achieved  a fairly  high 
level  of  professional  development.  Nearly  a third  of  the  respondents  have  published 
between  one  and  five  papers,  and  nearly  half  attended  one  or  more  professional 
conferences  last  year.  In  addition,  58  percent  of  the  respondents  had  attended  a 
professional  development  course  within  the  last  year,  ahd  more  than  70  percent 
have  attended  one  in  the  last  two  years.  When  one  considers  that  42  percent  of  the 
respondents  have  less  than  10  years  government  employment  and  over  60  percent 
have  a rating  of  GS-12  or  lower,  it  is  easier  to  gain  an  appreciation  of  the  degree 
of  professional  development  of  the  group. 

With  regard  to  how  a union  might  affect  a respondent's  professional  status, 
none  of  the  above  measures  of  professional  development  display  either  statistical  or 
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intuitive  significance  to  Question  42.  This  may  be  due  partly  to  the  fact  that  the 
responses  to  Question  42  were  so  negative  toward  a union's  ability  to  increase  an 
individual's  professional  status.  In  fact,  only  4 percent  of  the  respondents  expressed 
any  arguement  that  a union  could  do  that. 

Supervision.  In  order  to  investigate  the  attitudes  of  scientists  and  engineers 
toward  supervision,  a number  of  questions  were  included  in  the  survey.  There  were 
direct  questions  asking  for  opinions  concerning  the  competence  and  effectiveness  of 
management  and  opinions  of  leadership/supervision.  There  were  also  indirect  questions 
concerning  the  amount  and  quality  of  supervisor  feedback,  job  freedom,  credit  for 
work,  and  supervisor  fairness. 

In  general,  there  appears  to  be  a degree  of  ambivalence  in  the  feelings  of  the 
respondents  toward  supervision.  They  seem  to  be  for  the  most  part  satisfied  with 
their  immediate  supervisors  but  less  enthusiastic  about  the  competence  of  the  overall 
management  of  the  organization.  Forty  percent  feel  the  overall  management  of  the 
organization  is  not  competent  and  effective,  while  32  percent  indicate  dissatisfaction 
with  their  supervisor.  Based  upon  some  inconsistencies  in  the  responses,  it  appears 
that  the  scientists  and  engineers  are  not  particularly  impressed  or  overawed  by 
their  supervisors. 

While  only  about  7 percent  of  the  respondents  indicated  that  they  were  seldom 
or  never  given  the  freedom  to  do  their  job  well,  and  approximately  14  percent  said 
they  were  infrequently  given  credit  for  their  work,  only  1 percent  said  they  were 
given  feedback  about  their  job  performance  very  frequently  and  18  percent  frequently. 


At  the  same  time,  less  than  1 percent  responded  that  they  met  very  frequently  with 
their  supervisor  to  set  their  personal  performance  objectives,  while  only  7 percent 
met  frequently.  Thus,  it  would  appear  that  these  scientists  and  engineers  are 
independent-minded  in  terms  of  desiring  feedback.  In  addition,  only  about  14 
percent  felt  that  their  supervisor  did  not  treat  employees  fairly.  It  would  appear, 
then,  that  the  respondents  do  not  feel  that  they  particularly  need  feedback,  but  the 
feedback  they  do  get  is  generally  fair. 

Two  questions  in  the  survey  were  designed  to  investigate  how  the  respondents 
felt  a union  might  affect  management/employee  relations.  In  both  cases  there  was 
a statistical  relationship  between  how  the  respondents  felt  about  a union's  affect 
on  those  relations  and  four  of  the  above-mentioned  factors:  the  satisfaction  with 
leadership/superviiion,  the  individual's  opinion  of  the  competence  and  effectiveness 
of  the  overall  management,  whether  the  supervisor  treats  employees  fairly,  and 
whether  the  individual  receives  credit  for  his  work.  In  addition,  the  frequency 
in  which  the  individual  gets  feedback  from  his  supervisor  also  displays  some 
statistical  significance.  With  regard  to  fair  treatment  and  credit  for  work,  however, 
an  intuitively  appealing  trend  is  difficult  to  detect  due  to  the  overall  satisfaction. 
However,  whether  an  individual  is  satisfied  with  his  leadership/supervision  and 
whether  he  feels  the  overall  management  is  competent  and  effective  must  be  regarded 
as  definite  determinants  of  how  the  individual  feels  a union  will  affect  employee/ 
management  relations.  If  he  is  satisfied  and  feels  the  management  is  competent, 
he  is  likely  to  feel  strongly  that  a union  will  be  very  detrimental  to  those  relations. 
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The  System.  The  system  referred  to  concerns  two  primary  areas:  personnel  policies 
and  working  conditions.  In  this  regard,  the  primary  concern  of  this  survey  was  an 
investigation  of  attitudes  concerning  the  fairness  and  effectiveness  of  a union  in  deal- 
ing with  personnel  policies  and  working  condtions  were  investigated. 

When  the  respondents  were  asked  their  opinions  of  the  fairness  and  effectiveness 
of  the  promotion  system,  strong  feelings  were  expressed  regardless  of  whether  the 
feelings  were  positive  or  negative.  Approximately  37  percent  of  the  respondents 
felt  the  promotion  system  is  fair,  while  about  46  percent  felt  it  is  not.  In  terms  of 
effectiveness,  31  percent  felt  the  system  is  effective  while  over  half  (55%)  felt  it 
is  not  effective.  There  are  three  major  areas  which  appear  to  have  an  influence 
upon  why  an  individual  feels  the  way  he  does  with  respect  to  the  promotion  system; 
economics,  job  satisfaction,  and  feelings  about  their  supervision.  Those  who  are 
more  satisfied  with  their  economic  standard  and  security,  moresatisfied  with  their 
jobs,  and  more  satisfied  with  their  supervisors  are  more  likely  to  feel  the  promotion 
system  is  fair  and  effective. 

As  an  introduction  to  an  analysis  of  how  these  opinions  affect  the  attitudes  of 
the  respondents  toward  unions  with  respect  to  the  system,  it  is  interesting  to  note 
that  a large  majority  of  the  respondents  (72%)  indicated  that  they  felt  either  they 
as  government  employees  or  their  representatives  should  be  consulted  by  management 
on  matters  concerning  personnel  policies  and  working  conditions. 

Although  the  respondents  generally  believe  consultation  should  be  practiced, 
there  is  also  an  interesting  result  when  one  looks  at  how  effective  they  believe  a 
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union  might  be.  Nearly  half  believe  there  are  adequate  safeguards  in  the  system 
and  that  there  is  no  need  for  unions  to  resolve  disputes  or  look  after  employee  interests. 
At  the  same  time,  there  are  about  a third  of  the  respondents  who  are  of  the  opinion 
that  there  is  a need  for  union  involvement.  Even  with  this  large  a number  feeling 
that  a union  might  be  needed  to  look  after  their  interests,  only  8 percent  feel  a 
union  might  protect  them  from  such  seemingly  arbitrary  personnel  policies  as  a reduction 
in  force  (RIF). 

There  appear  to  be  several  factors  which  may  influence  how  the  respondents 
view  a union's  possible  influence  and  importance  to  the  system.  However,  there 
does  not  appear  to  be  a strong  intuitive  appeal  to  imply  a causal  relationship.  This 
is  due  for  the  most  part  to  the  fact  that  the  opinions  concerning  unions  are  relatively 
consistent  whether  they  are  positive  or  negative  and  regardless  of  the  opinions  held 
on  the  other  subjects  investigated.  It  appears  that  if  the  individual  believes  the 
promotion  system  is  fair,  he  is  less  likely  to  feel  that  unions  can  be  of  assistance. 
Second,  if  he  thinks  that  the  promotion  system  is  effective,  he  is  likely  to  think 
safeguards  are  now  adequate.  In  addition  to  the  system  factors  mentioned,  there  are 
some  additional  factors  which  appear  to  affect  how  an  individual  views  the  possible 
role  of  a union.  The  strongest  of  these  is  that  if  he  feels  that  working  conditions 
have  deteriorated  over  the  past  few  years  he  is  more  likely  to  favor  union  involvement. 
If  his  supervisor  is  fair  and  gives  credit  for  work  accomplished,  he  is  less  likely  to 
think  kindly  of  unions.  As  was  mentioned  above,  however,  these  trends  are  not 
particularly  strong. 
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The  Organization.  There  were  no  specific  questions  addressing  the  question  of 
how  the  employee  felt  about  the  organization  directly.  However,  his  opinions  concern- 
ing the  system  and  supervision  give  an  adequate  indication  of  his  feelings  toward  the 
organization.  This  is  due  to  the  fact  that  the  organization  is  the  most  visible  manifes- 
tation of  these  factors.  This  section  is  directed  primarily  at  how  the  scientists  and 
engineers  feel  union  representation  of  employees  might  affect  the  organization.  Question 
43  concerned  how  employees  felt  a union  might  affect  organizational  effectiveness  in 
accomplishing  the  assigned  mission.  Question  61  addressed  the  question  of  seniority 
and  how  it  might  affect  the  organization  if  seniority  were  used  as  the  primary  basis 
for  advancement.  Finally,  Question  63  addressed  the  possible  problem  of  a union 
gaining  what  the  individual  viewed  as  too  much  power  in  the  organization. 

On  the  whole,  the  opinions  of  the  respondents  regarding  how  a union  might 
affect  the  organization's  effectiveness  is  negative.  Almost  half  (48%)  said  that 
effectiveness  would  decrease  to  some  degree  and  only  about  14  percent  thought  that 
effectiveness  would  increase.  There  are  two  things  that  seem  to  go  hand  in  hand  with 
this  opinion.  The  first  is  that,  since  unions  tend  to  emphasize  seniority,  this  emphasis 
was  felt  by  almost  60  percent  of  the  respondents  to  have  a negative  impact  on  the 
organization's  morale.  Only  about  12  percent  felt  morale  would  improve.  In  addition, 
only  10  percent  of  the  respondents  felt  a union  does  not  gain  excessive  power  once 
it  enters  an  organization,  while  over  three  quarters  felt  the  opposite.  Thus  it  would 
appear  that  the  scientists  and  engineers  surveyed  are  negatively  disposed  toward  union 
influence  upon  the  organization. 
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With  regard  to  the  ability  of  unions  to  solve  problems,  a large  majority  of  the 
respondents,  over  61  percent,  believe  that  a union  can  be  more  effective  than  an 
individual  on  his  own  might  be.  However,  the  feeling  that  unions  can  be  more 
effective  in  lobbying  than  bargaining  directly  with  management  is  less  decisive. 
Almost  45  percent  of  the  respondents  think  that  unions  can  be  more  effective,  and 
nearly  15  percent  disagree;  but  a large  number,  40  percent,  have  no  opinion. 

The  factors  which  appear  to  most  affect  the  opinions  in  this  area  are  the 
individual's  previous  experience  with  unions.  In  each  of  the  questions  mentioned 
above  except  that  concerning  group  effectiveness  there  is  a statistical  significance 
indicating  dependence  upon  the  respondent's  union  experience.  In  addition,  each 
of  those  variables  indicating  a statistical  significance  also  displays  an  intuitvely 
obvious  dependency.  In  fact,  except  for  Question  64,  this  factor  of  union  experi- 
ence is  the  only  factor  which  intuitively  appears  to  affect  the  opinions  of  the 
respondents.  In  the  case  of  Question  64  regarding  the  ability  of  the  union  to  solve 
problems  the  individual  might  not  be  able  to  solve  on  his  own,  the  opinions  also 
appear  to  be  affected  in  varying  degrees  by  the  individual's  feelings  regarding  his 
personal  growth,  income,  job  satisfaction,  and  supervision. 

Unions.  Much  of  the  discussion  in  this  chapter  has  centered  upon  unions,  so  this 
might  seem  to  be  redundant.  But  the  thrust  of  this  section  is  directed  at  discovering 
how  the  respondents  feel  about  the  unions  themselves.  What  do  they  think  about  the 
inner  workings  of  the  union?  Included  among  these  questions  were  opportunities 
to  express  opinions  concerning  union  leadership  and  union  power.  The  response  to 
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Question  60  regarding  union  leadership  indicated  that  most  scientists  and  engineers 
believe  union  leaders  do  not  generally  act  in  the  best  interests  of  the  rank  and 
file  union  members.  Only  about  27  percent  agreed  that  union  leadership  did  act  in 
the  best  interests  of  the  members  while  nearly  60  percent  disagreed.  Two  questions 
(63  and  65)  reveal  the  opinions  of  the  respondents  regarding  union  power.  Sixty- 
three  percent  felt  that  once  a union  was  designated  as  the  sole  bargaining  agent, 
nonmember  employees  would  be  forced  to  join.  In  addition,  three  quarters  of  the 
respondents  believed  that  once  unions  enter  an  organization,  they  gain  an  excessive 
amount  of  power. 

The  only  factor  which  bears  a reasonably  intuitive  relationship  to  how  the 
respondents  feel  about  union  leadership  and  power  is  the  individual's  past  experience 
with  unions.  If  he  is  a past  member  or  if  his  parents  or  friends  have  had  past 
experience  with  unions,  then  he  is  likely  to  identify  with  those  past  experiences. 

If  those  experiences  impressed  the  individual  negatively,  he  is  likely  to  believe 
that  union  leadership  is  self-motivated  and  that  unions  gain  excess  power.  If  his 
experiences  were  positive,  his  opinions  are  likely  to  be  positive. 

Summary.  The  respondents  are  generally  satisfied  with  both  the  tangible  and 
intangible  aspects  of  their  work.  These  attitudes  do  appear  to  have  an  impact  upon 
how  they  feel  about  unions,  and  due  to  the  general  satisfaction,  the  attitudes  toward 
unions  with  respect  to  the  work  factors  are  negative.  The  respondents  also  appear  to 
be  generally  satisfied  with  their  treatment  as  individuals.  There  does  seem  to  be  a 
relation  between  how  the  individual  views  his  treatment  as  an  individual  and  his 
opinions  of  unions,  and  those  opinions  about  unions  are  generally  that  a union  can 
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be  of  little  help  to  them  in  this  regard.  There  appears  to  be  ambivilance  in  feelings 
concerning  supervision.  Immediate  supervisors  are  generally  well  thought  of,  but 
overall  management  of  the  organization  is  thought  to  be  somewhat  less  than  competent 
and  effective.  In  general,  there  seems  to  be  a relationship  between  how  the 
individual  feels  about  supervision  and  his  opinions  of  unions.  Those  who  are  less 
satisfied  with  supervision  are  likely  to  be  less  negative  toward  unions  and  vice  versa. 
Respondents  expressed  strong  feelings,  either  positive  or  negative,  when  asked  about 
the  system.  They  believe  that  management  should  consult  employees  concerning 
personnel  policies  and  working  conditions , but  they  do  not  seem  to  think  a union 
could  be  of  much  help  to  them  in  this  area.  In  addition,  there  does  not  seem  to  be  a 
strong  relationship  between  how  an  individual  feels  about  the  system  and  his  opinions 
of  unions.  The  thrust  of  the  section  on  the  organization  was  an  examination  of  the 
effect  a union  might  have  on  the  organization.  While  the  respondents  generally 
believe  that  unions  can  be  more  effective  than  they  collectively  might  be  as  individ- 
uals, they  feel  that  a union  would  be  detrimental  to  management/employee  relations. 
This  attitude  is  reflected  in  the  last  section  concerning  the  union  itself.  The 
respondents,  depending  upon  the  contact  they  have  had  with  unions  and  union  members, 
generally  distrust  the  motives  of  union  leaders  and  the  power  unions  appear  to  gain 
once  they  enter  an  organization. 

Additional  Findings 

This  section  concerns  two  factors  which  were  tested  in  this  effort  which  were 
not  considered  in  the  previous  analysis.  The  first  of  these  factors  concerns  whether 
an  individual's  knowledge  of  unions  might  affect  his  attitudes  toward  them.  The 
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second  factor  considered  was  whether  the  opinions  of  unions  might  be  based  upon 
generalizations  associated  with  organizations  termed  unions  or  whether  those  opinions 
might  be  based  upon  the  objective  consideration  of  the  actions  of  unions. 

Knowledge  of  Unions.  As  mentioned  in  Chapter  III,  questions  testing  the  know- 
ledge possessed  by  the  respondents  concerning  some  of  the  activities  of  labor  unions 
and  union  members  were  included  in  the  current  survey.  It  was  felt  that  it  is  possible 
that  the  knowledge  an  individual  may  have  of  unions  and  their  activities  might  very 
well  affect  his  attitude  toward  whether  or  not  he  might  join. 

With  regard  to  the  knowledge  possessed  by  the  respondents,  70  percent  were  correct 
in  answering  that  there  is  no  federal  right  to  strike,  only  43  percent  knew  that  a 
contract  with  a union  designated  as  a sole  bargaining  agent  would  cover  both  union  and 
non-union  employees,  and  only  19  percent  were  aware  of  the  fact  that  their  super- 
visor did  not  have  the  right  to  know  whether  or  not  they  were  union  members. 

Using  Chi-square  contingency  analysis,  22  statistical  significances  were  obtained 
at  the  .01  level  or  better.  However,  there  was  no  consistent  pattern  to  indicate  that 
the  knowledge  or  lack  of  knowledge  by  the  respondents  affects  in  any  significant  way 
their  feelings  either  of  unions  or  of  union  membership. 

Union  or  Association.  An  additional  question  was  included  in  the  current  survey 
to  determine  whether  the  respondents  might  consider  joining  a professional  association 
which  would  perform  essentially  the  same  tasks  and  services  as  would  a labor  union. 

The  intent  of  inclusion  of  this  question  was  to  determine  whether  the  idea  of  organ- 
ization for  the  purpose  of  collective  bargaining  was  adverse  to  the  attitudes  of  the 
respondents  or  whether  it  is  a stigma  associated  with  unions  which  created  in  the  past 
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the  negative  conception  of  unions. 


In  comparing  the  responses  to  the  question  it  appears  that  it  is  probably  more  a 
matter  of  opposition  to  the  concept  of  organization  for  the  purpose  of  collective 
bargaining  than  of  any  stigma  which  might  be  attached  to  union  activities  and 
membership  that  has  caused  the  negative  conception  of  unions.  If  one  examines 
variables  which  have  Chi-square  significances  with  regard  to  Questions  62  and  69, 
he  finds  that  there  are  nine  factors  common  to  both  questions.  In  addition,  of  those 
nine,  six  not  only  bear  a statistical  significance,  but  an  intuitive  relationship  may 
be  drawn  from  the  distribution  of  the  responses.  So  it  is  likely  that  it  is  the  idea 
of  union  activities  that  finds  little  sympathy  with  scientists  and  engineers. 

Confirmation 

One  of  the  goals  set  forth  in  Chapter  I was  the  confirmation  or  refutation  of 
the  findings  of  Gilpin  and  Haas.  Webster  defines  confirm  as  to  strengthen  or  ratify. 
In  order  to  accomplish  this,  a comparison  of  the  findings  of  this  and  the  former  thesis 
must  be  made.  This  comparison  concerns  whether  the  demographic  factors  which 
appear  to  affect  the  attitudes  of  the  respondents  remain  the  same  for  both  studies.  If 
this  is  true,  then  the  former  findings  will  be  confirmed. 

This  discussion  will  be  broken  down  into  the  same  demographic  factors  employed 
by  Gilpin  and  Haas  to  report  their  findings.  The  statistic  used  for  this  confirmation 
analysis  is  the  Chi-square  contingency  table  analysis,  as  discussed  in  Chapter  III. 
Figure  2 in  Chapter  IV  presents  a graphic  form  of  the  comparison  of  the  Chi-square 
results  of  the  two  studies.  That  figure  makes  a comparison  by  questions  which  are 
common  to  both  studies  and  is  one  of  the  basis  for  this  confirmation  analysis.  The 
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reader  will  observe  from  the  figure  that,  of  the  199  blocks  which  display  a Chi-square 
significance,  approximately  30  percent  are  common  to  both  studies.  Further,  the 
reader  will  note  that  those  demographics  which  display  the  greatest  number  of 
significances  in  the  former  study  appear  to  act  in  substantially  the  same  manner  for 
the  current  study.  The  following  discussion  will  focus  upon  how  attitudes  are  affected 
overall  in  both  studies. 

Economic  Factors.  Gilpin  and  Haas  found  that  scientists  and  engineers  did  not 
generally  look  favorably  upon  union  membership  regardless  of  their  economic  standing 
or  security.  However,  they  did  find  that  if  the  individual  believed  a union  could 
help  an  individual  economically,  he  was  likely  to  feel  less  negatively  about  unions. 

Most  respondents  to  the  former  study  felt  that  their  salaries  compared  favorably  to 
their  counterparts  in  the  private  sector,  but  they  did  not  feel  that  union  dues  would  be 
compensated  for  by  union  representation.  There  was  previously  no  apparent  resentment 
due  to  salary  compression,  although  some  of  the  younger  respondents  appeared  to  feel 
that  the  differential  between  salaries  received  by  white-versus  blue-collar  employees 
was  less  than  favorable.  In  general,  then,  the  respondents'  needs  were  being  met, 
and  there  was  some  inverse  relationship  between  economics  and  attitudes  about  unions. 

The  same  inverse  relationship  was  discovered  in  the  current  survey  analysis.  The 
trend  was  weak,  but  it  appears  that  if  an  individual  believes  a union  can  help  him 
economically  he  is  likely  to  be  somewhat  less  negatively  disposed  toward  them. 

Respondents  to  the  current  survey  were  less  positive  than  those  of  the  previous  study 
about  the  comparison  of  their  salaries  to  their  contemporaries  in  the  private  sector, 
but  they  still  did  not  feel  that  union  representation  would  be  compensated  for  by  dues 
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paid.  In  general,  then,  the  current  results  are  substantially  the  same  as  those  found 
in  the  previous  study. 

Job  Security.  Very  few  of  the  respondents  to  the  previous  survey  were  favorable 
toward  unions,  and  even  those  who  were  displayed  little  appreciation  for  the  ability 
of  unions  to  allay  any  concerns  which  might  have  existed  concerning  job  security. 

In  the  current  survey.  Question  56  addresses  specifically  the  question  of  whether 
the  respondents  feel  a union  might  be  able  to  prevent  a RIF.  The  current  analysis 
indicates  almost  exactly  the  same  result  as  previously  recorded.  Only  8 percent 
of  the  respondents  felt  a union  capable  of  ensuring  their  job  security  by  preventing 
a RIF,  and  there  was  no  indication  that  the  two  were  statistically  related  using  the 
Chi-square  statistic. 

Strikes.  Responses  to  the  previous  survey  appeared  to  indicate  that  the  attitude 
of  scientists  and  engineers  toward  unions  might  be  changing  and  that  the  younger 
employees  might  be  more  positive  toward  the  use  of  strikes  to  achieve  desired  results. 
In  spite  of  this,  however,  the  difference  in  attitudes  toward  union  membership  were 
not  significantly  different  between  older  and  younger  employees. 

Analysis  of  the  current  survey  results  indicate  that  there  indeed  is  probably  a 
shift  in  the  attitudes  of  scientists  and  engineers  concerning  the  legitimacy  of  strikes 
by  non-critical  employees  in  the  government  sector.  That  shift  was  a 23  percent 
shift  in  responses  toward  disagreement.  This  is  opposite  to  the  trend  Gilpin  and 
Haas  indicated  might  be  occurring.  There  does  appear  to  be  some  indication  that 
the  younger  employees  (under  35)  feel  less  strongly  that  strikes  are  illegitimate. 


112 


but  negative  feeling  outweighs  positive  in  this  age  group  by  more  than  two  to  one. 
However,  there  still  is  neither  a statistical  or  intuitively  obvious  relationship  between 
age  and  feelings  about  union  membership.  Therefore  the  analysis  by  Gilpin  and  Haas 
indicating  a shift  toward  feelings  of  legitimacy  of  strikes  is  not  confirmed  by  our 
findings  although  rhere  does  seem  to  be  the  relationship  between  age  and  feelings 
concerning  legitimacy. 

Individuality.  As  was  mentioned  in  Chapter  II,  the  focus  of  the  previous  study  in 
the  discussion  of  factors  concerning  individuality  was  the  idea  of  the  ability  of  the 
individual  to  affect  decisions.  It  was  the  general  finding  of  the  Gilpin  and  Haas  study 
that  government  employees  were  treated  well  and  could  affect  decisions.  It  was  found, 
as  might  seem  obvious,  that  as  GS  rating  increased  there  was  a greater  belief  that 
the  individual  could  influence  decisions.  With  regard  to  length  of  service,  the  previous 
group  of  respondents  felt  that  their  ability  to  influence  decisions  increased  until  about 
the  fifteen-year  point  in  employment  and  then  tapered  off.  At  that  same  time,  the 
group  as  a whole  appeared  to  drift  in  the  direction  of  a union  being  better  able  to 
help  them . 

The  analysis  of  the  current  survey  responses  generally  follows  the  same  patterns 
as  found  in  the  previous  study.  Those  who  felt  they  had  little  say  in  decision-making 
were  exceeded  by  half  by  those  who  felt  they  had  some  say  in  the  decision-making 
process.  We  found  that,  as  in  the  previous  survey,  as  GS  rating  increases  the 
individual  feels  he  has  a greater  opportunity  to  influence  decisions.  In  addition,  it 
was  found  that  those  who  are  more  satisfied  with  their  economic  situation,  their 
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job  in  general,  and  their  supervision  also  felt  that  they  had  a greater  opportunity 
to  influence  decisions.  The  Chi-square  analysis  of  the  current  responses  did  not 
yield  a statistical  significance  between  length  of  service  and  the  opportunity  to 
affect  decisions.  However,  there  were  several  statistically  significant  variables 
which  might  also  act  as  indicators  of  length  of  service.  We  found  trends  in  variables 
concerning  income,  GS  rating,  and  total  time  as  a scientistor  engineer.  Along 
with  increasing  time  in  government  service  would  normally  come  increasing  income, 

GS  rating,  and  time  in  the  work.  Therefore,  an  examination  of  these  variables 
might  yield  an  indication  of  how  time  in  service  impacts  the  individual's  perception 
of  his  ability  to  affect  decisions.  In  each  case,  as  income  rises,  as  GS  rating 
increases,  and  as  time  as  a scientist  or  engineer  increases,  the  opinion  is  that  the 
individual  has  a greater  ability  to  affect  the  decision-making  process.  We  had  no 
way  of  determining  whether  the  quirk  after  the  fifteen-year  point  in  employment 
still  applies,  but  indications  from  the  other  three  types  of  variables  indicates  that 
it  might  not. 

Personnel  Administration.  As  discussed  in  Chapter  II,  the  previous  study  included 
many  topics  under  personnel  administration.  The  major  finding  in  this  area  was  that  the 
promotion  system  was  viewed  by  the  respondents  as  probably  the  weakest  factor  affecting 
them.  However,  they  did  not  appear  to  feel  that  unions  and  seniority  were  the  answer. 
They  did  not  seem  to  have  a definite  answer  to  the  situation,  and  possibly  it  was 
because  they  were  not  deeply  concerned  enough  to  look  for  a solution.  They  felt 
that  working  conditions  in  the  organizations  were  acceptable.  Their  first- line 
supervisors  treated  them  fairly,  and  they  had  a positive  view  of  organizational 


F 


| 

: J 

[ 1 

t i 

i 


l 


management.  Thus  it  appeared  to  the  previous  researchers  that  the  employees  had 
divorced  their  bad  feelings  about  the  promotion  system  from  their  generally  good 
feelings  about  the  system.  The  researchers  quoted  sources  concerning  the  fact  that 
fair,  perceptive  and  impartial  supervision  is  the  best  defense  against  union  organiz- 
ational efforts,  and  they  felt  that  the  reason  the  dislike  of  the  promotion  system  had 
little  effect  on  the  attitudes  of  the  respondents  was  because  of  the  favorable  percep- 
tions of  management. 

The  current  survey  results  indicate  the  same  feeling  regarding  the  weakness  of 
the  promotion  system.  Ten  percent  more  respondents  feel  the  system  is  unfair  than 
think  it  is  fair,  and  over  22  percent  more  think  it  is  ineffective  than  think  it  is 
effective.  This  seems  a rather  strong  condemnation  of  the  promotion  system  by  the 
perceptions  of  the  employees.  The  respondents  to  the  current  survey  appear  to  feel 
that  working  conditions  are  still  adequate,  although  the  feeling  seems  to  be  that 
conditions  are  deteriorating.  The  feelings  of  the  respondents  toward  their  supervisors 
was  generally  good.  However,  they  did  not  feel  as  positively  about  overall 
organizational  management.  Unlike  the  Gilpin  and  Haas  survey,  our  analysis 
indicates  that  these  negative  feelings  concerning  organizational  management  do 
have  an  impact  on  attitudes  toward  unions.  In  particular,  there  appears  to  be  a 
relationship  between  how  the  individual  feels  about  the  competence  of  management 
and  whether  or  not  he  will  join  either  a union  or  an  employee  association  with 
union  objectives.  The  more  negative  he  is  about  management,  the  more  likely  he  is 
to  be  positive  about  union  involvement. 

Job  Satisfaction.  Results  of  the  Chi-square  analysis  in  the  previous  research  effort 


indicated  that  all  the  attitudes  toward  the  organization  were  dependent  upon  job 
satisfaction,  and  that  in  addition,  the  attitudes  toward  the  organization  were  determin- 
ants of  the  individual's  attitudes  toward  unions.  Those  who  were  satisfied  with  their 


jobs  and  therefore  felt  good  about  the  organization  were  less  favorable  toward  unions 
than  those  who  were  less  satisfied  with  both  their  jobs  and  the  organization. 

Results  of  the  current  analysis  indicate  much  the  same  relationships  exist  as  in 
the  previous  analysis.  As  mentioned  in  the  previous  section,  management  competence 
has  an  impact  upon  attitudes  toward  unions.  Likewise,  many  other  organizational 
attitudes  bear  much  the  same  relationship.  In  addition,  overall  job  satisfaction, 
indicated  by  combined  job  satisfaction  scores,  appears  to  have  an  impact  upon  union 
attitudes.  This  relationship  is  particularly  strong  concerning  joining  either  unions 
or  employee  associations.  Those  individuals  whose  job  satisfaction  scores  are  high 
are  much  less  likely  to  be  favorable  to  joining  either  a union  or  an  employee  associ- 
ation with  objectives  typically  ascribed  to  unions. 

Negative  Conception  of  Unions.  The  perceptions  of  the  respondents  to  the 
previous  survey  concerning  unions  themselves  appeared  to  be  that,  as  organizations, 
they  were  dishonest  and  power- hungry . The  researchers  found  that  this  perception 
of  unions  directly  affects  the  individual's  opinions  of  unions  and  union  membership. 

This  negative  conception  of  unions  and  their  activities  appears  to  continue  to 
prevail  in  the  current  survey  group.  The  respondents  feel  that  a union  might  be 
more  effective  in  collective  bargaining  with  management  than  individuals  might  be 
on  their  own,  but  this  does  not  by  any  means  outweigh  the  negative  factors.  They 


think  union  leaders  do  not  necessarily  act  in  the  best  interests  of  the  members,  that 


unions  tend  to  gain  an  excessive  amount  of  power,  that  a union  will  not  be  able  to 
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help  them  in  case  of  a RIF,  that  they  will  not  benefit  from  much  higher  salary  increases, 
and  that  other  professional  employees  have  not  been  significantly  helped  by  unions. 

It  is  apparent  from  the  above  that  the  negative  conception  reported  in  the  previous 
research  effort  still  exists.  However,  at  the  statistical  significance  levels  used  in  our 
analysis,  we  do  not  find  a direct  significance  between  the  above-mentioned  variables 
and  the  opinions  of  union  membership.  It  does  seem  unlikely,  however,  that  these 
opinions  do  not  at  least  in  some  measure  affect  how  the  individual  feels  about  union 
membership. 

Educational  Background.  Educational  level  was  found  in  the  previous  analysis  to 
be  inversely  proportional  to  the  opinions  the  respondents  held  of  unions.  This  might 
be  due  to  the  education  itself,  or,  as  the  previous  study  indicated,  it  might  be  due 
to  the  fact  that  as  an  individual  becomes  more  educated  he  probably  has  more  bargain- 
ing power  in  gaining  or  changing  jobs. 

The  analysis  of  the  current  data  indicates  that,  unlike  the  previous  study,  there 
is  no  apparent  relationship  between  an  individual's  educational  level  and  his 
attitudes  toward  unions.  Although  there  was  a statistical  significance  between  the 
educational  variable  and  several  of  the  union  opinion  variables,  responses  were 
confined  primarily  to  one  category  or  the  other  with  little  deviation  with  change  in 
educational  level. 

Age.  The  Gilpin  and  Haas  analysis  indicated  that  there  were  no  clear  trends  in 
attitudes  concerning  unions,  and  in  addition,  there  was  no  significance  based  upon 


age  as  to  whether  an  individual  would  or  would  not  join  a union.  However,  they 
did  find  that  older  employees  exhibit  less  hostility  toward  unions  in  some  respects 
even  though  they  still  would  not  join,  since  unions  could  do  little  to  improve  their 
status. 

The  results  of  the  current  analysis  agree  substantially  with  those  of  the  Gilpin 
and  Haas  findings.  Although  there  is  a Chi-square  statistical  significance  among 
age  and  several  attitudinal  variables  concerning  unions,  no  intuitive  relationships 
can  be  drawn. 

Degree  of  Professional  Development.  The  analysis  conducted  in  the  previous 
research  effort  uncovered  no  clear  trends  which  would  indicate  that  the  degree  of 
an  individual's  professional  development  had  any  effect  upon  his  attitudes  toward 
unions  in  general  or  toward  union  membership. 

As  with  the  previous  study,  questions  regarding  the  number  of  professional 
conferences  attended,  number  of  papers  published,  and  number  of  patents  granted 
were  used  to  analyze  the  degree  of  an  individual's  professional  development.  Chi- 
square  analysis  indicates  a very  few  statistical  significances,  and  there  is  no  clear 
indication  that  degree  of  professional  development  has  any  impact  upon  an  individ- 
ual's opinions  of  unions  or  his  attitude  toward  membership. 

Past  Experience  with  Unions  and  Union  Members.  The  research  and  analysis 
conducted  by  Gilpin  and  Haas  indicated  that  an  individual's  experience  with  unions 
and  union  members  was  by  far  the  most  decisive  determinant  of  his  attitude  toward 
unions.  If  friends  and  acquaintances  of  the  respondent  had  a negative  experience 
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with  unions  the  respondent  appeared  to  identify  with  this  experience.  If,  on  the 
other  hand,  the  union  had  been  helpful  to  the  individual  with  whom  the  respondent 
had  come  in  contact,  the  respondent  was  more  likely  to  look  favorably  upon  unions. 

The  current  survey  analysis  indicates  substantially  the  same  result  as  was  found 
in  the  previous  study.  An  individual  employee's  past  experience  with  unions  and 
union  members  was  the  most  consistent  indicator  concerning  attitudes  toward  unions. 
If  the  respondent  indicated  no  previous  experience  or  exposure,  then  his  opinions 
tended  to  be  rather  negative  toward  unions  and  union  activities.  But  in  the  cases 
where  the  individual  himself,  his  parents,  or  his  friends  were  or  are  union  members, 
the  experiences  of  those  individuals  bear  a consistent  relationship  to  the  responses. 
If  the  experiences  of  those  individuals  had  been  viewed  as  negative,  then  the 
affected  individual  is  most  likely  to  have  a negative  opinionof  unions — more 
negative  than  those  with  no  experience.  If  the  experiences  of  those  individuals 
were  positive,  the  respondent;  are  much  more  likley  to  be  amenable  to  unions  and 
union  activities. 

Employment  Background . The  previous  analysis  determined  that  the  scientists 
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scientists  were  more  pro-union  than  were  the  engineers.  The  percentage  of  scientists 
who  indicated  they  would  join  a union  was  almost  double  the  percentage  of  engineers 
who  indicated  the  same  attitude.  The  remainder  of  the  Gilpin  and  Haas  discussion 
centered  upon  length  of  service.  In  general,  it  was  found  that  as  length  of  service 
increased,  opinions  concerning  the  individual's  effectiveness  at  controlling  his 
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environment  became  more  negative.  Even  so,  ambivalence  was  displayed  in 
attitudes  toward  various  union  actions  based  upon  longevity,  salary,  and  GS  rating. 

These  varying  opinions  also  appeared  to  have  no  impact  upon  attitudes  toward  union 
membership. 

Analysis  of  the  current  survey  responses  indicate  much  the  same  result  as  previous- 
ly observed.  The  scientists  in  the  survey  population  do  appear  to  be  more  pro-union 
than  the  engineers. 

With  regard  to  the  longevity  discussion,  the  current  analysis  again  discloses 
much  the  same  result  as  the  previous  analysis.  However,  the  authors  find  some  fault 
with  the  presentation  of  the  remainder  of  the  Gilpin  and  Haas  discussion.  It  would 
appear  that  if  there  exist  two  distinct  groups  within  the  population  surveyed,  then 
each  segment  should  be  treated  on  an  individual  basis.  In  that  regard,  an  analysis 
of  the  segments  in  the  current  survey  does  not  yield  a discernable  difference  in  the 
attitudes  of  the  two  groups  with  regard  to  the  longevity  factors  considered  by  Gilpin 
and  Haas. 

Summary.  As  mentioned  in  the  introduction  to  this  section,  the  purpose  of  the 
confirmation  was  either  to  lend  strength  or  validity  to  the  findings  of  Gilpin  and  Haas  or 
to  refute  their  findings.  Analysis  of  economic  factors  indicates  that  the  same  inverse  rela- 
tionship between  economics  and  union  attitudes  still  exists  although  it  is  somewhat  weak. 
Attitudes  concerning  the  ability  of  a union  to  ensure  job  security  were  difficult  to 
determine  due  to  the  overall  negative  attitude  toward  unions.  Individuality,  as 
evaluated  based  on  the  individual's  sense  of  his  ability  to  influence  decisions  yielded 


the  same  result  as  previously.  That  is,  the  individual  generally  felt  his  ability  increased 
as  GS  rating  increased  and  time  went  by.  However,  the  fifteen-year  point  reversal 
in  attitudes  was  not  visible  in  the  current  analysis.  The  personnel  system  is  still  viewed 
as  weak,  and  attitudes  are  becoming  more  pessimistic.  In  addition,  the  same  inverse 
relationship  exists  between  whether  an  individual  feels  management  is  competent  and 
effective  and  whether  he  will  join  a union.  This  same  inverse  relationship  still  exists 
with  respectto  job  satisfaction  as  well.  The  negative  conception  of  unions  noted  in 
the  previous  study  still  appears  to  exist,  although  the  current  analysis  does  not  yield 
the  same  direct  statistical  significance  with  respect  to  union  membership.  As  with 
the  previous  study,  the  current  analysis  indicated  no  intuitive  relationship  between 
age  and  several  union  attitude  variables.  This  same  result  is  true  with  respect  to 
degree  of  professional  development.  Finally,  as  with  the  previous  research  effort. 


the  results  of  the  current  analysis  indicate  that  the  most  significant  determinant  of 
opinions  of  unions  and  attitudes  toward  union  membership  is  past  experience  with 
unions.  Individuals  will  tend  to  identify  with  the  opinions  of  parents  or  friends  who 
i have  had  direct  contact  with  unions  in  the  past. 

! There  are,  however,  two  areas  in  which  the  current  analysis  does  not  support 

previous  findings.  The  first  is  with  respect  to  educational  background.  Gilpin  and 
Haas  found  that  educational  level  was  inversely  proportional  to  opinions  held  of 
unions.  The  current  analysis  yields  no  such  trend.  Second,  Gilpin  and  Haas 
indicated  that  younger  employees  might  be  tending  to  favor  strikes  and  relcted 
activities  as  a legitimate  means  of  achieving  goals.  The  current  population,  however, 
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in  the  attitudes  of  the  population.  The  other  perspective  was  to  segregate  the 
respondents  into  groups  and  see  how  they  differ  and  why.  First,  the  survey  was 
divided  into  the  primary  organizations  of  ASD,  AFWAL,  and  the  4950th  Test  Wing, 
and  the  differences  among  these  organizations  were  analyzed.  Finally,  a select 
group  identified  as  technicians  was  compared  with  the  rest  of  the  population. 

Trend  Analysis.  As  mentioned  in  the  first  part  of  this  chapter,  it  was  found  that 
the  attitudes  of  the  scientists  and  engineers  at  Wright- Patterson  AFB  were,  on  the 
whole,  negative  toward  unions.  This  is  consistent  with  findings  of  Gilpin  and  Haas. 

In  the  attitude  section  of  the  questionnaire.  Questions  40-46,  51,  and  56-68  dealt 
with  attitudes  toward  unions.  In  comparison  with  the  responses  of  the  previous  study, 
it  was  found  that  the  population  now  is  more  negative  with  respect  to  their  overall 
attitude  toward  unions.  Of  the  20  questions  involved  in  this  comparison,  17  in  this 
study  were  more  negative  in  the  mean  average  response  than  the  previous  study. 
Questions  58  (benefit  with  larger  salary  increases),  61  (union  seniority  and  morale), 
and  65  (unions  force  membership)  were  the  three  questions  with  a mean  response  more 
positive  than  in  the  previous  study  two  years  ago.  However,  the  differences  in  mean 
responses  were  very  small  and  not  statistically  significant. 

Of  the  17  questions  that  indicated  a more  negative  trend  in  attitudes  toward  unions 
8 were  significant  at  the  .05  level,  with  6 of  these  at  the  higher  level  of  significance 
of  .01.  The  six  questions  significant  at  the  .01  level  were  presented  in  Chapter  IV. 
Question  62  (I  would  join  a union)  and  68  (no  need  for  unions  to  resolve  disputes)  were 
significant  at  levels  between  .05  and  .01  and  were  not  mentioned  in  Chapter  IV.  In 
the  opinion  of  the  authors,  the  findings  definitely  indicate  a trend  toward  a more 
negative  attitude  of  scientists  and  engineers  with  respect  to  unions. 
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To  analyze  the  attitudes  of  scientists  and  engineers  toward  their  respective 
organizations.  Questions  47-50  and  52-55  were  examined.  Six  of  the  questions  had 
a mean  of  neutral  and  the  other  two  means  indicated  a positive  response.  Comparing 
the  mean  response  of  these  questions  to  corresponding  questions  in  the  1974  study. 
Question  47  (promotion  fairness)  was  found  to  be  more  positive  in  this  survey.  How- 
ever, the  difference  was  not  statistically  significant. 

Of  the  other  seven  questions  that  showed  a more  negative  attitude,  three  were 
significant  at  the  .05  level  or  better.  The  three  questions  were:  48  (working  condi- 
tions), 54  (given  credit  for  work),  and  55  (management  competent  and  effective).  It 
is  the  opinion  of  the  authors  that  the  findings  indicate  a trend  in  the  attitudes  of 
scientists  and  engineers  with  respect  to  their  organization  toward  being  less  favorable. 

The  personal  information  section  of  the  survey  was  also  analyzed  to  provide  an 
overall  view  of  the  population  being  surveyed.  Comparing  the  current  demographic 
information  with  that  collected  over  two  years  ago,  it  seems  that  the  population  is 
composed  of  substantially  the  same  individuals.  The  findings  show  that  the  average 
age  has  increased  by  about  1.8  years  with  the  current  average  being  in  the  late  thirties. 
Likewise,  the  time  spent  in  the  organization  has  increased  about  1 .8  years  with  time 
working  for  the  government  increasing  about  two  years.  It  seems  that  even  though 
more  scientists  and  engineers  have  moved  into  management  positions,  the  average 
GS  rating  has  remained  the  same.  Mean  income  over  the  past  two  years  has  increased 
about  $2000,  which  is  easily  explained  by  the  normal  cost  of  living  pay  increases 
of  5 percent  per  year  against  an  average  income  in  the  lower  twenty  thousands. 
Considering  the  inflation  rate,  this  is  a reduction  of  the  real  income  for  most  of  the 
population.  These  findings  agree  with  information  discussed  in  Chapter  II  and  sub- 


sequent  talks  with  Civilian  Personnel  Administration  at  Wright- Patterson  AFB.  The 
policies  of  reducing  the  number  of  individuals  hired  and  attempting  to  reduce  the 
average  GS  rating  are  reflected  in  this  survey.  The  number  of  young  scientists  and 
engineers  in  GS-7  and  GS-9  ratings  has  decreased  from  200  to  184,  and  this,  coupled 
with  the  fact  that  industry  is  not  hiring,  has  resulted  in  a reduction  in  both  input  and 
outflow  of  people  in  the  population  surveyed.  This  stagnation  is  also  reflected  in  the 
overall  decrease  in  satisfaction  with  work  and  the  work  environment.  This  seems  to 
be  a reasonable  result  with  the  population  getting  older  and  fewer  possibilities  for 
advancement. 

The  emphasis  of  this  section  is  on  gaining  an  understanding  of  the  factors  that 
contributed  to  the  trends  in  attitudes  of  scientists  and  engineers  toward  their  organiza- 
tion and  toward  unions  and  unionization.  Both  specific  and  generalized  relationships 
were  analyzed  to  identify  factors  which  may  be  related  to  the  changes  in  attitudes. 
Variables  in  the  personal  information  section  that  showed  significant  changes  are 
compared  with  variables  in  the  attitude  section  that  have  also  indicated  significant 
trends.  This  comparison  is  facilitated  by  the  use  of  the  joint  frequency  tables  to 
identify  possible  relationships  that  support  the  T-Test  results.  First,  significant 
variables  in  the  personal  information  section  will  be  compared  with  significant 
variables  concerning  the  organization,  and  then  with  significant  variables  concerning 
attitudes  toward  unions  and  unionization. 

There  are  five  questions  in  the  personal  information  section  that  may  provide 
explanations  to  changes  in  attitudes  toward  one's  organization.  With  respect  to 
Question  1 (time  in  the  organization)  the  T-Test  indicated  that  there  was  a significant 
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particular  organization.  The  joint  frequency  table  analysis  showed  that,  as  the  time 
one  was  a member  of  an  organization  increased,  there  was  a tendency  to  feel  that 
conditions  in  that  organization  had  deteriorated.  This  relationship  seems  to  support 
the  finding  that,  according  to  the  T-Test  on  Question  48  (working  conditions),  conditions 
have  significantly  deteriorated. 

Question  13  (income)  was  another  factor  which  had  both  a significant  change  in 
the  T-Test  and  an  intuitive  relationship  from  the  joint  frequency  table  analysis  with 
one  of  the  attitude  variables  that  also  had  a significant  T-Test  result.  The  joint  fre- 
quency table  analysis  showed  that  as  one's  income  increased,  there  was  a feeling  that 
working  conditions  had  deteriorated.  This  seems  to  be  supportive  in  explaining  the 
trend  toward  a more  negative  attitude  toward  one's  organization.  It  is  not  clear  to 
the  researchers  as  to  why  income  would  be  a factor  that  would  explain  this  negative 
trend  because,  in  fact,  real  income  had  decreased. 

Two  questions  in  the  personal  information  section  indicated  a significant  decline 
in  job  satisfaction.  Both  of  these  questions;  17  (feelings  toward  job)  and  19  (feelings 
toward  change  in  job),  had  a significant  relationship  with  Question  55  (management 
competence).  The  analysis  indicated  that  as  job  satisfaction  declined,  the  attitude 
toward  management  competence  became  more  negative.  This  decline  in  job  satis- 
faction seems  to  be  related  to  a more  negative  attitude  of  scientists  and  engineers 
toward  their  organizations  and  management.  Question  17  is  also  significantly  related 
to  attitude  Question  54  (credit  for  work).  The  joint  frequency  table  analysis  indicated 
that  as  one  became  less  satisfied  with  his  job,  he  also  felt  that  management  was  less 
competent.  This  confirms  the  relationship  between  the  T-Test  result  which  showed 
that  both  job  satisfaction  and  feelings  toward  management  competence  have  declined. 
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The  final  variable  in  the  personal  information  section  to  be  a possible  factor 
is  Question  30  (years  employed  with  the  government).  In  comparison  with  the  previous 
study,  the  average  number  of  years  that  scientists  and  engineers  have  been  employed 
with  the  government  has  increased  significantly.  Along  with  Question  1 (time  in  the 
organization),  this  factor  seems  to  support  the  trend  of  a more  negative  attitude  toward 
one's  organization  as  indicated  by  Question  48  (working  conditions).  The  joint 
frequency  table  analysis  indicated  that  as  the  number  of  years  employed  with  the 
government  increased,  the  respondent  tended  to  have  a more  negative  attitude  with 
respect  to  working  conditions.  This  supports  the  T-Test  results. 

From  this  analysis,  five  variables  from  the  personal  information  section  seem  to 
have  a plausible  relationship  with  the  negative  trend  in  the  attitudes  of  the  scientists 
and  engineers  toward  their  organizations.  When  comparing  the  factors  in  the  personal 
information  section  with  significant  union  attitude  questions,  no  plausible  relationships 
existed  that  could  provide  explanation  for  union  attitude  trends.  In  every  case  where 
a joint  frequency  analysis  indicated,  for  example,  a more  positive  trend  in  union 
attitudes,  the  T-Test  results  were  contradictory.  Therefore,  this  analysis  did  not  find 
any  individual  factors  m^jsured  by  this  survey  that  explain  the  union  attitude  trends. 

Besides  attempting  to  find  individual  factors  to  explain  trends  in  attitudes,  factors 
were  created  by  grouping  similar  questions.  The  personal  information  section  and 
the  attitude  section  of  the  questionnaire  can  be  broken  into  groups  of  questions  that 
cover  more  general  areas  of  information.  The  questions  in  the  personal  information 
section  can  be  subdivided  into  questions  involving  union  knowledge,  union  experience, 
satisfaction  with  management,  feelings  of  well-being  with  respect  to  the  job,  job 
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satisfaction,  and  demographic  information.  The  attitude  section  can  be  divided 
into  questions  measuring  attitudes  toward  unions  and  attitudes  toward  his  organization 
(Questions  47  to  50  and  52  to  55).  It  was  found  that  questions  dealing  with  job 
satisfaction.  Questions  17  to  20,  and  tne  COMSATSCO  provided  the  best  explanation 
for  the  trend  with  regard  to  the  more  negative  attitude  displayed  by  the  respondents 
toward  their  organizations.  There  was  an  overall  decrease  in  job  satisfaction  and 
this  trend  was  in  agreement  with  the  subjective  interpretations  of  the  joint  frequency 
analysis  as  a possible  factor  in  explaining  the  negative  attitude  toward  one's  organ- 
ization. However,  in  attempting  to  find  factors  to  explain  the  trend  in  union 
attitudes,  none  of  the  questions  in  the  personal  information  section  were  of  much  help. 

Since  it  was  difficult  to  explain  the  negative  trend  in  attitude  toward  unions  by 
looking  at  the  personal  information  section,  a FASTAB  analysis  was  used  to  compare 
the  organizational  attitude  questions  with  the  union  attitude  questions.  This  analysis 
compared  22  union  attitude  questions  with  8 that  dealt  with  one's  attitude  toward  his 
organization.  Of  the  possible  176  paired  relationships  in  this  analysis,  48  percent 
were  found  to  be  significant  at  the  .01  level.  In  practically  all  of  the  paired  combin- 
ations at  the  .01  significance  level  there  existed  a rational  and  intuitive  relationship. 
In  examing  the  joint  frequency  tables,  it  was  found  that  as  one's  attitude  toward  his 
organization  became  more  positive,  his  attitude  toward  unions  became  more  negative. 
This  relationship  was  in  agreement  with  the  classical  antagonistic  relationship  of 
unions  and  employers.  This  analysis,  likewise,  does  not  explain  the  negative  trend 
toward  unions.  According  to  the  T-Test  result,  there  was  both  a negative  trend  in 


one's  attitude  toward  his  organization  and  toward  unions. 
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The  questionnaire  provided  some  factors  that  may  have  a bearing  on  the  trend 
in  the  attitudes  of  scientists  and  engineers  toward  their  organizations  but  does  not 


provide  any  satisfactory  clues  for  the  trend  in  union  attitudes.  The  statistical 
analysis  showed  the  intuitively  obvious  relationship  of  job  satisfaction  and  one's 
attitudes  toward  his  organization.  Those  factors  which  cause  a lowering  of  job 
satisfaction  are  found  to  be  possible  explanations  for  the  negative  trend  in  attitudes 
with  respect  to  one's  organization.  However,  it  was  not  possible  to  derive  possible 
factors  to  explain  the  negative  trend  with  respect  to  the  attitudes  of  scientists  and 
engineers  toward  unions.  From  the  statistical  analysis,  it  was  most  reasonable  to 
expect  a more  positve  attitude  toward  unions,  yet  the  opposite  was  found.  This 
contradiction  in  the  analysis  leads  the  authors  to  suspect  that  there  may  be  some 
factors  not  covered  by  the  questionnaire  that  have  an  overriding  influence  on  the 
expected  positive  trend  toward  unions. 

The  comments  provided  by  the  respondents  and  the  information  collected  from 
the  interviews  and  the  literature  search  were  also  used  to  provide  insight  for  this 
trend  analysis.  The  survey  confirmed  much  of  what  the  authors  expected  with  respect 
to  the  personal  information  section  of  the  survey  and  the  attitudes  of  the  respondents 


toward  their  organizations,  as  mentioned  in  Chapter  II.  From  the  comments  provided 

‘ 

by  the  respondents,  factors  concerning  advancement  and  bureaucracy  predominate 
over  those  caused  by  the  reduced  hiring  and  the  policy  to  reduce  the  average  GS 


rating  of  the  work  force  have  had  a debilitating  effect  on  morale.  Some  of  the 
respondents  mentioned  that  there  has  been  an  increase  in  the  amount  of  paperwork 
which  detracts  from  their  primary  job.  This  comment,  coupled  with  the  comment 
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that  the  hard  worker  was  not  being  rewarded  with  promotion,  has  aroused  a sense 
of  frustration  with  the  bureaucratic  system.  Also,  there  were  several  comments 
criticizing  the  poor  communication  between  the  operatives  and  their  supervisors. 

As  mentioned  in  Chapter  II,  the  authors  expected  a more  positive  attitude 
toward  unions.  The  responses  to  the  questions  in  the  survey  and  the  comments 
provided  by  the  respondents  indicated  a completely  opposite  attitude. 

From  the  comments,  the  authors  found  that  the  respondents  were  rather  cosmo- 
politan in  their  views  of  unions.  The  respondents  did  not  approach  unions  in  a 
stereotyped  fashion,  but  were  discerning  in  their  comments.  The  respondents  add- 
ressed their  comments  with  respect  to  whether  the  union  was  large  or  small,  its 
membership  was  exclusively  professional  or  not,  and  to  what  type  of  leadership  it 
had.  The  respondents  had  positive  feelings  toward  unions  for  what  unions  hed  done 
in  the  past.  They  believed  that  unions  were  helpful  when  dealing  with  an  insensitive 
management  or  when  the  workers  were  truly  being  exploited  by  their  employers. 

Along  with  the  positive  comments,  respondents  also  expressed  many  negative  feelings 
about  unions.  They  seemed  to  believe  that  unions  were  as  bureaucratic  as  the 
laboratories  and  therefore  would  be  of  little  help  in  solving  the  problems  associated 
with  bureacratic  systems.  The  respondents  were  consumer  oriented,  in  that  they 
felt  that  the  benefits  gained  by  unions  would,  in  the  long  run,  contribute  to  the  cost 
of  living.  The  increase  in  the  cost  of  living,  then,  would  offset  any  gains;  that  is, 
the  scientists  and  engineers  associated  unions  with  inflation.  Also,  the  respondents 
were  nationalistic  and  selfless  in  viewing  unions.  They  viewed  their  jobs  as  perform- 
ing a service  to  the  nation,  that  they  contribute  to  keeping  this  nation  strong  and 
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free,  and  that  only  Congress  had  the  right  to  dictate  terms  and  conditions  of 
employment.  They  felt  that  unions  have  no  right  operating  in  the  public  sector, 
that  they  are  a threat  to  national  well-being  and  would  cause  an  extra  burden  on 
taxpayers.  The  respondents  felt  that  because  they  were  economically  well  off, 
unions  would  not  increase  their  degree  of  economic  satisfaction  to  any  great  extent. 
The  comments  also  reflected  the  negative  publicity  that  unions  have  been  receiving 
in  the  news  media}  with  comments  about  the  corruption  and  Teamsters,  Jimmy  Hoffa 
and  the  Mafia,  and  public  union  strikes  with  loss  of  public  services.  There  is  a 
tendency,  at  times,  to  associate  unions  with  the  Teamsters  and  consider  the  larger 
unions  to  be  infected  with  graft  and  corruption.  The  well -publicized  strikes  by 
public  service  unions  are  viewed  by  the  scientists  and  engineers  as  being  harmful 
to  society,  which  is  an  antithesis  to  the  concept  of  being  professional. 

From  the  comments  provided  by  the  respondents,  there  seem  to  be  two  salient 
factors  which  may  explain  the  negative  trend  toward  unions  over  the  past  two  years. 
These  factors  are:  the  negative  publicity  given  unions  recently,  and  the  association 
that  the  respondents  have  between  inflation  and  unions.  It  is  the  opinion  of  the 
authors  that  these  two  factors  have  an  overriding  influence  on  the  attitudes  of  the 
survey  population  toward  unions.  These  two  factors  are  considered  overriding 
because  they  have  a stronger  influence  than  the  factors  measured  by  the  survey  which 
would  indicate  a more  positive  attitude  toward  unions. 

Inter-Group  Analysis.  This  section  attempts  to  identify  factor  relationships  by 
looking  only  at  the  data  collected  in  this  research  effort.  The  data  is  divided  into 
groups  representing  ASD,  AFWAL,  and  the  4950th  Test  Wing.  From  the  T-Test  results. 
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the  three  organizations  were  compared  with  respect  to  attitudes  toward  unions  and 
the  respondent's  attitudes  toward  his  organization.  After  this  analysis,  those 
respondents  identified  as  technicians  were  segregated  from  the  rest  of  the  respondents 
to  see  how  this  group  affects  the  overall  distribution  of  the  responses  to  the 
questionnaire. 

Organizations.  In  regard  to  union  attitudes,  ASD  was  compared  against  the 
4950th  Test  Wing.  ASD  in  the  personal  information  section  had  significantly  higher 
education,  income,  feeling  of  economic  standards  and  security,  and  a higher 
average  GS  rating  than  the  4950th  Test  Wing.  ASD,  on  the  other  hand,  had  a 
significantly  lower  satisfaction  with  respect  to  the  amount  of  time  one  was  satisfied 
with  his  job.  In  general,  ASD  personnel  were  better  off  in  areas  that  were  related 
to  income  but  were  less  satisfied  in  those  areas  that  involved  satisfaction  with  job 
or  management. 

More  specifically,  it  was  found  that  ASD  and  the  4950th  Test  Wing  had  a 
common  and  significant  relationship  between  Question  13  (income)  and  Question  42 
(unions  increase  one's  personal  status).  The  joint  frequency  table  for  this  relation- 
ship indicated  that  as  one's  income  increased,  there  was  less  of  a feeling  that 
unions  would  have  any  positive  effect  in  increasing  one's  personal  status  and  if  a 
respondent  made  more  than  $20,000  the  table  indicated  that  unions  had  no  effect. 

In  reviewing  the  comments  provided  by  the  respondents  from  these  two  organi- 
zations, it  seems  that  the  feeling  of  security  or  well-being  is  an  important  and 
relevant  factor.  After  a person  attains  a certain  standard  of  financial  security  with 
respect  to  society,  the  individual  ceases  to  look  upon  unions  as  a possible  source 


of  benefit.  He  tends  to  be  very  negative  in  views  toward  unions  and  looks  upon 
unionization  as  a threat  to  his  financial  security  and  status. 


With  respect  to  the  attitudes  of  the  scientists  and  engineers  toward  their  organi- 
zations, members  of  AFWAL  as  a whole  had  the  least  favorable  opinion  toward  their 
respective  organization.  AFWAL,  in  relation  to  the  other  organizations,  was  shown 
to  have  the  lowest  satisfaction  in  questions  that  measure  satisfaction  with  the  job. 
Also,  scientists  and  engineers  in  AFWAL  were  shown  to  be  less  satisfied  in  questions 
measuring  satisfaction  with  management  and  work  environment.  In  reviewing  the 
comments  provided  by  the  respondents  it  was  noted  that  AFWAL  had  the  greatest 
proportion  of  the  comments  concerning  the  osganization . These  comments  covered 
three  main  areas.  One  was  promotions.  There  was  a feeling  that  promotions  were 
fair  only  at  the  lower  levels,  but  that  promotions  at  higher  levels  were  mostly 
political.  It  was  also  thought  that  those  promoted  to  the  higher  positions  were  not 

1 

always  the  most  competent  in  human  relations.  The  second  area  criticized  the 
bureaucracy.  Criticism  in  this  area  centered  around  complaints  that  the  volume  of 
paperwork  interfered  with  the  accomplishment  of  assigned  tasks.  That  is,  more  time 

| 

was  spent  justifying  proposed  or  accomplished  work  than  the  amount  of  time  available 

* 

in  actually  doing  the  job.  The  third  area  was  concerned  with  job  security  and  the 

1 reduction  in  force  (RIF).  A few  years  ago,  AFWAL  experienced  the  trauma  of 

! 

having  one  of  its  laboratories  disbanded.  This  event  and  the  present  threat  of 

* further  RIF's  were  reflected  in  the  concern  for  job  security.  The  comments  were 

* 

highlighted  by  one  of  the  respondents  attaching  a copy  of  his  RIF  notice  to  the 
questionnaire. 
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Technicians.  The  respondents  indentified  as  technicians  formed  a relatively 
homogeneous  population.  They  were  between  45  and  60  years  of  age,  not  many 
were  in  management  positions,  most  have  little  or  no  college  education,  and  their 
income  was  between  $15,000  to  $20,000  annually.  Most  technicians  at  Wright- 
Patterson  AF5  have  GS  ratings  below  7.  However,  during  the  Korean  War  era, 
there  was  a shortage  of  engineers  and  many  technicians  who  had  technical  experi- 
ence comparable  to  engineers  were  promoted  into  positions  with  commensurate  GS 
ratings  once  held  by  engineers.  This  group  now  holds  GS  ratings  between  9 and 
12,  but  for  various  reasons  have  not  been  promoted  beyond  this  grade  nor  advanced 
into  management  positions.  In  comparison  with  the  rest  of  the  respondents,  the 
technicians  were  more  satisfied  with  their  work,  were  less  satisfied  with  supervision, 
the  organization,  pay,  promotions,  and  advancement.  This  group  was  also  more 
concerned  about  economic  security  and  the  spector  of  the  RIF.  In  the  attitude  section 
of  the  study,  the  technicians  were  more  negative  in  response  to  questions  concerning 
the  organization.  As  a whole,  this  group  do  not  influence  the  statistical  results 
with  respect  to  union  attitudes.  It  was  noted  that  this  group  was  slightly  more  positive 
toward  unions  in  areas  concerning  RIF,  promotions,  and  unions'  ability  to  affect 
management  relations. 

The  authors  were  able  to  make  some  inferences  as  to  factors  that  tend  to  influence 
attitudes  of  the  respondents.  These  factors  were  a result  of  the  statistical  analysis  on 
the  technicians  and  from  discriptions  of  similar  groups  in  management  literature.  The 
technicians  analyzed  typify  the  older  respondent  who  has  reached  the  end  of  the 
line,  who  has  had  his  last  promotion.  He  has  reached  his  limit  in  the  organization 
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and  must  face  a readjustment  of  his  level  of  aspiration.  Because  his  opportunites  for 
further  growth  and  self-realization  are  partially  blocked,  he  tends  to  be  less  satis- 
fied and  motivated.  Maintenance  factors  associated  with  the  job  become  more 
important.  Therefore,  the  factors  of  economic  and  job  security  are  important  factors 
which  influence  his  attitude  toward  his  organization. 

Summary  of  T-Test  Analysis  and  Discussion.  In  comparing  the  responses  of  this 
study  with  the  one  conducted  by  Gilpin  and  Haas,  it  was  found  that  the  population 
had  become  more  negative  in  their  attitudes  toward  unions  and  their  own  organizations. 
The  personal  information  comparison  showed  stagnation  in  population  turn-over  rate 
and  advancement,  and  a decrease  in  job  satisfaction.  From  this  analysis,  job 
satisfaction  had  a strong  relation  to  one's  attitude  toward  his  organization.  Only  the 
external  factors  of  negative  publicity  and  the  association  of  unions  with  inflation 
had  a causal  relationship  with  union  attitudes. 

In  comparing  the  different  organizations  in  this  study,  additional  factors  were 
found  to  have  some  relationship  with  the  attitudes  of  the  respondents.  Such  things 
as  economic  and  job  security,  and  treatment  by  the  organization  have  some  bearing 
on  attitudes  toward  unions.  Areas  dealing  with  promotions,  job  satisfaction,  and 
freedom  to  do  the  job  well  were  found  to  be  associated  with  topics  concerning  organ- 


izational attitude. 


VI.  Conclusions  and  Recommendations 


This  chapter  presents  the  overall  conclusions  reached  during  this  research  effort 
ana  recommendations  for  further  study.  Methods  are  also  suggested  for  improvement 
of  'ubsequent  research  which  might  further  examine  the  subject  of  professional 
unionization. 

Conclusions 

This  section  presents  a summary  of  the  overall  conclusions  drawn  from  the  data 
and  data  treatments  employed  in  the  analysis  of  these  survey  data.  The  conclusions 
may  be  broken  down  into  four  areas.  The  first  area  will  concern  the  general  con- 
clusions of  this  thesis  research.  The  second  concerns  comparisons  drawn  between 
this  and  the  previous  thesis.  The  third  presents  trends  which  are  thought  to  have 
been  identified.  Finally,  the  fourth  deals  with  some  of  the  internal  factors  which 
appear  to  cause  differences  in  attitudes  among  smaller  groups  within  the  population 
surveyed. 

The  most  important  single  conclusion  which  can  be  drawn  from  this  survey 
is  that  the  attitudes  toward  unions  and  union  membership  remain  negative,  and 
that  the  scientists  and  engineers  employed  at  Wright- Patterson  AFB  would  generally 
not  support  unions  or  union  membership. 

Several  factors  appear  to  influence  respondent  attitudes  toward  unions.  One 
of  these  factors  is  that  the  respondents  are  generally  satisfied  with  many  aspects 
of  their  work.  They  indicated  satisfaction  with  various  tangible  and  intangible 
aspects  of  their  jobs,  and  they  report  that  they  are  generally  satisfied  with  how 
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they  are  treated  as  individuals.  While  this  feeling  of  satisfaction  with  treatment  as 
individuals  is  manifested  in  their  satisfaction  with  their  immediate  supervision,  the 
general  opinion  of  overall  management  is  not  similarly  positive.  They  feel  that 
top  management,  on  the  whole,  is  not  particularly  competent  or  effective. 

This  negative  sentiment  extends  to  the  question  of  personnel  policies  and  working 
conditions  as  well.  Strong  feelings  are  indicated  both  positively  and  negatively  toward 
the  effectiveness  of  the  promotion  system,  and  working  conditions  are  generally 
thought  to  be  deteriorating.  However,  the  respondents  do  not  appear  to  believe  that 
a union  can  be  of  much  assistance  in  these  areas. 

This  opinion  of  union  capabilities  may  be  due  in  part  to  the  respondent's  attitudes 
concerning  three  other  factors.  The  first  is  that  they  generally  feel  that  unions 
would  be  detrimental  to  organizational  effectiveness  and  management/employee 
relations,  even  though  they  suspect  that  union  representation  might  constitute 
an  improvement  over  the  current  situation.  Second,  the  respondents,  depending 
to  some  extent  on  their  previous  contact  .ith  unions  and  union  members,  generally 
distrust  union  leaders.  Finally,  respondents  seem  to  be  wary  of  the  power  unions 
appear  to  gain  once  they  enter  an  organization. 

Questions  contained  in  this  survey  but  not  included  in  the  previous  effort 
accounted  for  two  interesting  conclusions.  The  first  is  that  the  knowledge  possessed 
by  the  respondents  concerning  unions  and  union  activities  does  not  appear  to  affect 
in  any  significant  way  their  feelings  either  toward  unions  themselves  or  toward  union 
membership. 

The  second  conclusion  drawn  from  these  additional  questions  is  that  it  appears 
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that  the  generally  negative  opinion  held  by  the  respondents  toward  unions  appears 
to  be  a result  of  an  opinion  based  upon  the  aims  and  activities  of  unions,  rather 


than  some  connotation  associated  with  the  word  "union."  This  conclusion  is 
based  upon  the  fact  that  substantially  the  same  negative  opinion  was  attached  to 
a professional  association  which  would  represent  the  employees  in  matters  traditionally 
considered  the  purview  of  unions. 

With  regard  to  the  ability  of  the  results  of  the  current  research  to  confirm  the 
findings  of  the  Gilpin  and  Haas  effort,  the  current  findings  are  very  similar  in  most 
important  respects.  The  current  research  indicates  essentially  the  same  attitudes 
and  opinions  and  relationships  between  demographics  and  attitudes  for  the  following 
factors:  econcomics,  job  security,  individuality,  personnel  administration,  job 
satisfaction,  conception  of  unions,  age,  employment  background,  level  of 
professional  development,  and  past  experience  with  unions.  However,  two  areas 
were  noted  where  differences  existed  between  the  previous  and  current  findings. 

The  first  concerns  the  fact  that  Gilpin  and  Haas  found  an  inverse  relationship  between 
educational  level  and  opinions  of  unions.  The  current  analysis  yields  no  such  trend. 
The  second  difference  is  that  the  previous  analysis  indicated  that  there  might  be 
a trend  among  younger  employees  toward  a more  favorable  view  of  strikes  and 
related  activities  as  a legitimate  means  of  achieving  their  goals  with  respect  to 
the  organization  and  their  jobs  than  the  rest  of  the  survey  population.  The  current 
analysis  indicated  that  younger  employees  may  be  a little  less  negative  toward  the 
use  of  the  strike  than  the  older  scientists  and  engineers,  but  that  does  not  in  any 
significant  way  offset  the  fact  that  the  population  as  a whole  has  shifted  significantly 
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toward  a more  negative  attitude. 

The  trend  analysis  conducted  during  this  research  effort  uncovered  some 
interesting  conclusions  when  comparing  the  current  results  with  the  previous  work 
of  Gilpin  and  Haas  over  two  years  ago.  Personnel  policies  which  have  been  in 
effect  since  the  last  survey  effort  appear  to  have  resulted  in  stagnation  of  the 
population  by  reducing  the  turn-over  rate  and  in  a decline  in  perceived  promotion 
opportunities.  These  personnel  policies,  coupled  with  increased  dissatisfaction  with 
the  job  environment,  are  closely  related  to  the  negative  trend  in  attitudes  of  the 
scientists  and  engineers  toward  their  organizations.  The  trend  analysis  also  noted 
a more  negative  attitude  of  the  population  toward  unions  than  was  held  during  the 
previous  analysis. 

The  statistical  analysis  did  not  provide  reasonable  explanations  for  the  more 
negative  attitudes  of  the  respondents  toward  unions.  Because  of  the  inverse  relation- 
ship which  was  discovered  between  attitudes  toward  unions  and  attitudes  toward  the 
organization,  a more  positive  attitude  toward  unions  was  expected.  Comments  by 
some  of  the  respondents  lead  the  authors  to  hypothesize  that  this  trend  is  due  to 
some  external  factors  which  strongly  influence  the  attitudes  of  the  respondents.  These 
external  factors  include  the  extensive  negative  publicity  unions  have  received  in  the 
news  media  and  the  association  drawn  between  unions  and  the  inflation  problem. 

The  inter-group  analysis  performed  on  the  data  from  various  organizational  groups 
provided  the  authors  with  additional  insight  into  some  of  the  factors  which  influenced 
the  attitudes  of  the  respondents.  The  results  of  this  analysis  indicate  that  if  a person 
perceives  himself  to  be  well  off  economically,  and  if  he  has  a positive  feeling  toward 
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his  job  and  work  environment  he  is  likely  to  be  negatively  disposed  toward  the  idea 
of  unionization.  On  the  other  hand,  if  the  respondent  perceived  that  his  needs  for 
personal  growth  and  self-fulfillment  are  not  being  met  he  is  more  likely  to  be 
positive  toward  the  idea  of  unionization.  In  addition,  the  effect  of  time  in  terms  of 
such  things  as  seniority,  pay,  and  GS  rating  were  shown  to  impact  the  opinions  of 
unions.  If  needs  for  personal  growth  are  not  being  fulfilled,  and  if  the  individual  is 
not  particularly  successful  within  the  organization  and  in  his  job,  then  the  older  he 
gets  the  more  likely  he  is  to  favor  the  union  as  a means  of  ensuring  job  security. 

Recommendations 

The  findings  of  this  research  effort  indicate  areas  in  which  recommendations 
might  be  of  value  to  management  personnel  and  to  individuals  who  might  be  interested 
in  deeper  or  broader  studies  in  this  same  subject  area. 

There  are  three  areas  which  might  profit  by  management  investigation.  The  first 
is  the  promotion  system.  Scientists  and  engineers  believe  the  promotion  system  is  fair 
but  not  effective.  They  do  not  seem  to  think  the  right  people  are  getting  promoted, 
and  this  is  a cause  of  dissatisfaction.  Therefore,  management  awareness,  investigation, 
and  alleviation  of  the  causes  of  this  problem  may  contribute  to  greater  satisfaction 
among  scientists  and  engineers. 

Secondly,  comments  indicated  that  scientists  and  engineers,  particularly  in 
AFWAL,  felt  that  they  were  spending  too  much  of  their  time  with  paperwork  and 
reporting.  AFWAL  was  supposed  to  alleviate  some  of  the  administrative  burden  from 
the  working  level,  but  they  have  not  seen  this  occur.  The  need  for  the  amount  of 
paperwork  performed,  therefore,  might  be  an  area  for  management  investigation. 


Thirdly,  the  scientists  and  engineers  perceive  that  top  management  is  not 
responsive  to  their  needs  and  problems.  This  appears  to  be  due  to  lack  of  effective 
communication  between  the  organizational  levels.  Therefore,  management  might 
investigate  possible  methods  of  enhancing  communication  among  the  working  levels. 

One  technique  might  be  the  use  of  an  ombudsman  who  has  access  to  all  levels  and 
can  squelch  rumors  and  handle  complaints  and  communication  problems. 

With  respect  to  the  methodology  employed  during  the  course  of  the  thesis, 
several  recommendations  can  be  made.  It  is  the  authors'  overall  recommendation  that 
some  background  or  at  least  initial  consideration  of  the  various  techniques  of  multi- 
variate analysis  would  be  valuable  in  considering  which  tools  might  be  most  powerful 
in  an  evaluative  sense.  In  a more  technical  sense,  four  recommendations  are  appro- 
priate. First,  it  is  suggested  that  all  coding  of  the  survey  be  changed  to  numeric. 

This  will  greatly  facilitate  initial  computer  coding.  Second,  the  authors  recommend 
that  for  analysis,  those  questions  with  nominal  rather  than  interval  or  ordinal  responses 
be  recoded  using  dummy  variables.  In  that  way,  the  responses  can  be  more  effectively 
analyzed.  Third,  it  is  recommended  that  Question  6 be  reworded.  There  was  apparently 
some  confusion  among  the  respondents  concerning  the  information  requested,  because 
many  answered  with  the  type  rather  than  year  of  their  last  degree.  Fourth,  it  is 
recommended  that  Question  26  be  amended  to  include  the  response.  Technician. 

This  is  due  to  the  inclusion  of  technicians  in  the  sample  whose  opinions  had  some  effect 
on  the  outcome  of  the  responses  as  discussed  in  Chapter  V. 

It  is  the  recommendation  of  the  authors  that  in  any  follow-on  study,  the 
questionnaire  itself  be  edited  with  an  eye  to  questions  which  might  be  more  appro- 
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priate  to  drawing  correlations  between  the  various  factors  tested  and  union  attitudes. 
There  has  been  much  research  in  the  past  concerning  the  development  of  questions 
correlating  job  satisfaction  with  attitudes,  but  the  area  of  union  attitudes  seems  to 
be  somewhat  lacking.  The  comments  received  in  response  to  this  survey  might  well 
be  a good  starting  point  for  this  effort  since  some  indicated  possible  weaknesses  in 
the  survey  instrument  itself.  These  comments  were  deposited  with  Dr.  Manley  at 
the  conclusion  of  this  effort. 

Finally,  it  is  the  recommendation  of  the  authors  that  this  survey,  as  ammended 
and  edited  as  suggested  above,  be  used  to  determine  whether  the  attitudes  expressed 
by  this  group  of  respondents  are  more  widespread  throughout  government  employment. 
This  could  be  accomplished  by  administering  the  survey  to  government -employed 
scientists  and  engineers  at  other  locations.  This  might  in  the  long  run  allow  some 
conclusions  to  be  drawn  concerning  the  homogeniety  of  the  attitudes  and  opinions 
of  scientists  and  engineers  in  the  public  sector  in  general,  and  that  in  turn  might 
lead  to  a better  understanding  of  this  sector  of  the  work  force. 
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subject:  Questionnaire  Concerning  Attitudes  Toward  Federal  Employee 
Unions  (USAF  SCN  74-151) 


to:  Randomly  Selected  WPAFB  Personnel 

1.  Attached  is  a questionnaire  designed  to  survey  attitudes 
of  professional  government  employees  toward  labor  unions.  The 
instrument  is  the  same  one  we  administered  in  1974.  What  we 
are  attempting  to  do  is  identify  any  changes  which  may  have 
occurred  over  the  past  two  years. 

2.  Your  name  was  randomly  selected.  You  are  asked  to  read 
the  accompanying  instructions  and  complete  the  questionnaire 
whenever  you  have  the  free  time.  Completion  should  take  be- 
tween 10-20  minutes.  Please  return  the  questionnaire  in  the 
envelope  provided. 

3.  Response  on  your  part  is  completely  voluntary.  Anonymity 
is  guaranteed.  Only  my  co-researcher,  Maj  Chuck  McNichols, 
and  two  of  our  graduate  students  working  on  their  Masters' 
thesis  research  will  have  access  to  your  responses. 


4.  As  you  undoubtedly  appreciate,  the  success  of  this  re- 
search is  totally  dependent  upon  you  cooperation.  On  our  part, 
we  will  provide  each  randomly  selected  addressee  with  summary 
results  of  the  study.  In  this  way  we  hope  that  we  may  partial- 
ly repay  you  for  your  consideration.  Management  will  be  pro- 
vided copies  of  the  same  summary.  Thank  you  very  much. 


Sincerely 

dA- Cm 

T.  R&6ER  MANLEY,  Lt  C*1 , USAF  1 Atch : 

Associate  Professor  of  Management  and  Questionnaire 

Organizational  Behavior 
Department  of  Systems  Management 
School  of  Engineering 


Strength  Through  Knowledge 
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PRIVACY  STATEMENT 


In  accordance  with  paragraph  30,  APR  12-35,  the  following  Information 
la  provided  aa  required  by  the  Privacy  Act  of  1974: 

a.  Authority: 

(1)  10  U.S.C.,  80-12,  Secretary  of  the  Air  Force.  Powers,  Dutlea, 
Delegation  by  Compenaatlon;  and/or 

(2)  EO  93-97,  22  Nov  43,  Numbering  Syatem  for  Federal  Accounts 
Relating  to  Individual  Peraona;  and/or 

(3)  DOD  Instruction  1100.13,  17  Apr  68,  Surveya  of  Department 
^f  Defenae  Personnel;  and/or 

5t.  Principal  purposes.  The  survey  Is  being  conducted  to  collect 
information  to  be  used  In  research  aimed  at  Illuminating  and  providing 
Inputs  to  the  solution  of  problems  of  Interest  to  the  Air  Force  and/or 
DOD. 

c.  Routine  Uses.  The  survey  data  will  be  converted  to  Information 
for  use  In  research  of  management  related  problems.  Results  of  the 
research  based  on  the  data  provided,  will  be  Included  In  written  ouster's 
theses  and  stay  also  be  Included  In  published  articles,  reports,  or  texts. 
Distribution  of  the  results  of  the  research,  based  on  the  survey  data, 
whether  In  written  form  or  presented  orally,  will  be  unlimited. 

d.  Participation  In  this  survey  is  entirely  voluntary. 

e.  No  adverse  action  of  any  kind  may  be  taken  against  any  individual 
who  elects  not  to  participate  In  any  or  all  of  this  survey. 


PLEASE  READ  THE  FOLLOWING  INSTRUCTIONS 
BEFORE  ANSWERING  THE  SURVEY 


Answer  the  questions  os  of  June  1976. 

Select  only  one  answer  to  each  question,  and  circle  or  check  (as 
appropriate)  the  most  correct  answer. 

This  survey  contains  two  types  of  questions:  those  that  dec!  with 
facts  concerning  you  and  your  background,  and  those  that  osk  for 
your  opinions  and  attitudes  toward  your  job  aid  unions.  Answers 
to  questions  of  fact  will  be  self-evident.  Answers  to  questions  of 
attitude  or  opinion  are  scaled  in  terms  of  like  or  dislike,  agree  or 
disagree.  Please  consider  each  question  independently  and  be  as 
accurate  as  possible  in  scaling  your  answers. 

If  you  find  one  or  more  questions  for  which  you  feel  the  responses 
do  not  accurately  reflect  your  best  answer,  please  answer  as 
accurately  cs  you  can  within  the  framework  of  the  question.  The 
final  page  of  the  survey  has  been  left  blank  for  your  comments. 
Plecse  number  each  comment  with  the  number  of  the  question  to 
which  it  refers.  Any  general  comments  you  have  concerning  the 
content  or  structure  of  the  survey  will  also  be  appreciated. 

i 

When  you  have  completed  the  survey,  please  return  it  through 
internal  distribution  in  the  envelope  provided. 

Thank  you  for  your  cooperation  and  help  in  completing  this  thesis 
I effort. 


I 


1 . Number  of  years  with  the  organization  (check  one): 


1 

0-2  years 

5. 16-20  years 

2 

3-5  years 

6. 21-30  years 

3 

6-10  years 

7. over  30  years 

4 

11-15  years 

Total  time  as  a research/di 

evelopment  scientist  or  engineer 

(check  one): 

1 

0-2  years 

5. 16-20  years 

2 

3-5  years 

6. 21-30  years 

3 

6-10  years 

7. over  30  years 

4 

11-15  years 

Total  time  as  a research/di 

evelopment  manager  (check  one) 

1 

0-2  years 

5 16-20 

2 

3-5  years 

6. 21  -30  years 

3 

6-10  years 

7. over  30  years 

4 

11-15  years 

8. not  applicable 

Your  age  (check  one): 

4 

1 

under  26  years 

6.  . 45-49  years 

2 

26-30  years 

7. 50-54  years 

3 

3 1 -34  years 

8. 55-59  years 

4 

35  39  years 

9. over  59  years 

40-44  years 
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5.  Formal  education  (check  highest  completed): 

^ 

• • 

1 

Some  College  5. Work  beyond  Masters 

- 

2. 

College  Degree  6.  Doctorate 

3 

Some  graduate  work  7. Post  Doctorate 

4 

Masters  level  degree  8.  No  college 

a 

6.  In  what  year  did  you  receive  your  last  degree? 

(fill  in) 

7.  How 

long  since  you  last  attended  a professional  development 

course? 

1. 

1 year  4.  4 years 

2. 

2 years  5.  5 years 

3 

3 years  6. over  5 years 

8.  How  many  professional  conferences  did  you  attend  last  year? 

1 

CO 

o 

i 

2 

1 5.  Greater  than  3 

3 

2 

9.  How  many  papers  have  you  published? 

1 

0 4.  11-15 

2. 

1-5  5 16-20 

3. 

6-10  6.  over  20 

10.  How  many  patents  have  you  received? 

1_ 

Not  applicable 

2._ 

(fill  in) 

u 
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11.  Do  you  think  your  present  job  is  preparing  you  to  assume  future 
positions  of  greater  responsibility? 


A. 

Definitely  no 

B. 

Probably  no 

C. 

Undecided 

D. 

Probably  yes 

E. 

Definitely  yes 

12.  PERSONAL  GROWTH:  To  be  able  to  develop  individual  capacities; 
education/training;  making  full  use  of  my  abilities;  the  chance  to 
further  my  potential . 

To  what  degree  are  you  satisfied  with  the  PERSONAL  GROWTH 
aspects  of  your  current  life?  (Select  one  of  the  seven  points.) 


1 ...  .2. 
Highly 
Dissatisfied 


.3. ...4. ...5. 
Neutral 


.6. . . .7 
Highly 
Satisfied 


13.  Present  yearly  income  from  present  position  (check  one): 

_ $25,000  to  $29,999 
_ $30,000  to  $36,000 


1 

Under  $1 1,999 

5. 

2 

_ $12,000  to  $14,999 

6. 

3 

_ $15,000  to  $19,999 

4 

_ $20,000  to  $24,999 

14.  ECONOMIC  STANDARD:  Satisfaction  of  basic  human  needs  such 
as  food,  shelter,  clothing;  the  ability  to  maintain  an  acceptable 
standard  of  living. 

To  what  degree  are  you  satisfied  with  the  ECONOMIC 
STANDARD,  as  defined  above,  aspects  of  your  current 
life?  (Select  one  of  the  seven  points  on  the  satisfaction 
scale.) 


1 ... .2. 
Highly 
Dissatisfied 


.3. ...4. ...5. 
Neutral 


.6.... 7 
Highly 
Satisfied 


15.  ECONOMIC  SECURITY:  Guaranteed  employment;  retirement  benefits; 
insurance;  protection  for  self  and  family. 


■ 


To  what  degree  are  you  satisfied  with  the  ECONOMIC 
SECURITY,  as  defined  above,  of  your  current  life? 
(Select  one  of  the  seven  points.) 

1... .2. ...3. ...4. ...5. ...6. ...7 
Highly  Highly 

Dissatisfied  Neutral  Satisfied 


16.  FREE  TIME:  Amount, use,  and  scheduling  of  free  time  alone,  or  in 
voluntary  associations  with  others;  variety  of  activities  engaged  in. 

To  what  degree  are  you  satisfied  with  the  FREE  TIME  aspects 
of  your  current  life?  (Select  one  of  the  seven  points.) 

1... .2. ...3. ...4. ...5. ...6. ...7 
Highly  Highly 

Dissatisfied  Neutral  Satisfied 


17.  Choose  the  ONE  of  the  following  statements  which  best  tells 
how  well  you  like  your  job.  Place  a check  mark  in  front  of 
that  statement. 

1 .  I hate  it. 

2.  I dislike  it. 

3.  I don't  like  it. 

4.  I am  indifferent  to  it. 

5.  I like  it. 

6.  I am  enthusiastic  about  it. 

7.  I love  it. 


Check  one  of  the  following  to  show  HOW  MUCH  OF  THE  TIME 
you  feel  satisfied  with  your  job. 

i.  All  the  time. 

2.  Most  of  the  time 

3.  A good  deal  of  the  time. 


18. 


4.  About  half  of  the  time. 

5.  Occasionally. 

6.  Seldom. 

7.  Never. 


19.  Check  the  ONE  of  the  following  which  best  tells  howyou  feel 
about  changing  your  job: 

1 .  I would  quit  this  job  at  once  if  I could  get  anything 

else  to  do. 

2.  I would  take  almost  any  other  job  in  which  I could  earn 

as  much  as  I am  earning  now. 

3.  I would  like  to  change  both  my  job  and  my  occupation. 

4.  I would  like  to  exchange  my  present  job  for  another 

job  in  the  same  career  field. 

5.  I am  not  eager  to  change  my  job,  but  I would  do  so 

if  I could  get  a better  job. 

4. I cannot  think  of  any  jobs  for  which  I would  exchange. 

7. I would  not  exchange  my  job  for  any  other. 


20.  Check  ONE  of  the  following  to  show  how  you  think  you  compare 
with  other  people. 

1 .  No  one  likes  his  job  better  than  I like  mine. 

2.  I like  my  job  much  better  than  most  people  like  theirs. 

3.  I like  my  job  better  than  most  people  like  theirs. 

4. _. I like  my  job  about  as  well  as  most  people  like  theirs. 

5. _ I dislike  my  job  more  than  most  people  dislike  theirs. 

6., I dislike  my  job  much  more  than  most  people  dislike 

theirs. 

7,f No  one  dislikes  his  job  more  than  I dislike  mine. 
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21.  How  often  are  you  given  feedback  from  your  supervisor  about  your 
job  performance? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 

E.  Very  frequently 


22.  How  often  do  you  and  your  supervisor  get  together  to  set  your 
personal  performance  objectives? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Frequently 

E.  Very  Frequently 


23.  WORK:  Doing  work  that  is  personally  meaningful  and  important; 
pride  in  your  work,  job  satisfaction;  recognition  for  my  efforts 
and  my  accomplishments  on  the  job. 

To  what  degree  are  you  satisfied  with  the  WORK  aspects  of 
your  current  life?  (Select  one  of  th  seven  points.) 

1 2 3 4 5. ...6. ...7 

Highly  Highly 

Dissatisfied  Neutral  Satisfied 


24.  LEADERSHIP/SUPERVISION:  Has  my  interests  and  that  of  the 
Air  Force  at  heart;  keeps  me  informed;  approachable  and  helpful 
rather  than  critical;  good  knowledge  of  the  job. 

To  what  degree  are  you  satisfied  with  the  LEADERSHIP/ 
SUPERVISION  aspects  of  your  current  life?  (Select  one 
of  the  seven  points.) 

1....  2.  ...3. ...4. ...5. ...6. ...7 
Highly  Highly 

Dissatisfied  Neutral  Satisfied 


£ 
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25.  Are  you  given  the  freedom  you  need  to  do  your  job  well? 

A.  Never 

B.  Seldom 

C.  Sometimes 

D.  Often 

E.  Always 

26.  Is  your  present  position  scientist,  engineer,  or  manager? 

1.  Scientist 

2.  Engineer 

3.  Manager 

27.  How  long  have  you  been  in  your  present  position?  (Check  one) 


l._ 

under  1 year 

4. 6-10  years 

2. 

1 -3  years 

5. over  10  years 

3. 

4-5  years 

28.  If  employee  of  the  Federal  Government,  list  civil  service  grade. 


A. 

not  applicable 

G . 

GS-14 

B. 

GS-7 

H. 

GS-15 

C. 

GS-9 

1 . 

above 

D. 

GS-11 

E. 

GS-12 

F. 

GS-13 

29.  Is  your  work  primarily  in  the  area  of  basic  research,  applied 
research,  or  development? 

A.  Basic  Research 

B.  Applied  Research 

C . Development 
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30.  How  many  yecrs  have  you  been  employed  by  the  Government? 

A.  0-2  years 

B.  3-5  years 

C.  6-10  years 

D.  11-15  yecrs 

E.  21  -30  yecrs 

F . 21  -30  years 

G . over  30  yecrs 

31.  PERSONAL  STANDING:  To  be  treated  with  respect;  prestige; 
dignity;  repution;  status. 

To  what  degree  are  you  satisfied  with  the  PERSONAL 
STANDING  aspects  of  your  life?  (Select  one  of  the 
seven  points 


1... .2. ...3. ...4.. ..5. ...6. ...7 
Highly  Highly 

Dissatisfied  Neutral  Satisfied 


32.  How  long  have  you  lived  in  the  Dayton  Area? 
(fill  in) 

33.  Are  you  currently  a member  of  a union? 


A.  Yes 

B.  No 


34.  Have  you  ever  belonged  to  a union? 


A.  No 

B.  Yes,  and  it  was  advantageous 

C.  Yes,  but  it  was  neither  advantageous  nor  disadvantageous. 

D.  Yes,  and  it  was  disadvantageous. 

35.  Do  any  of  your  friends  belong  to  a union? 

A.  No 

B.  Yes,  and  overall  they  feel  union  membership  is  advantageous 

C.  Yes,  but  overall  their  feelings  about  union  membership  ere  mixed 

D.  Yes,  and  overall  they  feel  union  membership  is  disadvantageous 

36.  Were  (or  are)  either  of  your  parents  members  of  a Icbor  union? 

A.  No 

B.  Yes,  and  it  was/is  advantageous 

C.  Yes,  but  it  was/is  neither  advantageous  or  disadvantageous 

D.  Yes,  end  it  was/is  disadvantageous. 


J J 

I 


[ . 


/ 


37.  Currently,  federal  civilian  employee  unions  have  the  right  to  strike. 

A.  True 

B.  False 

C.  Don't  know 

38.  Federal  civilian  employees  belonging  to  a work  unit  represented  by  a 
recognized  union  are  covered  by  the  union  contract  even  though  they 
may  not  be  members  of  the  union. 

A.  True 

B.  False 

C.  Don't  know 

39.  Currently,  a supervisor  has  the  right  to  know  which  of  his  federal 
civilian  employees  belong  to  a union. 

A.  True 

B.  False 

C.  Don't  know 

40.  I believe  that  Government  employees'  unions: 

A.  Significantly  improve  relations  between  management  ond 
the  employees. 

» 

B.  Somewhat  improve  relations  between  management  and  the 

employees. 

C.  Have  little  or  no  impact  on  relations  between  management 
and  the  employees. 

i 

D.  Have  a negative  impact  on  relations  between  management 

i and  the  employees. 

. E.  Seriously  impair  relations  between  management  and  the 

employees. 


I 


41 .  Unions  obtain  more  benefits  for  employees  than  would  be  obtained 
without  them. 

A.  Strongly  agree 

B . Agree 

C.  No  opinion 

D.  Disc^ree 

E.  Strongly  disagree 


42.  Membership  in  a union  increases  a person's  professional  status. 

A.  Strongly  agree 

B.  Agree 

C.  No  opinion 

D . Disagree 

E.  Strongly  disagree 


43.  If  white  collcr  and  professional  employees  were  represented  by  Federal 
employee  unions,  organizational  effectiveness  would  be: 

A.  Significantly  improved 

B . I mproved 

C.  Unaffected 

D.  Decrecsed 

E.  Significantly  decrecsed 


44.  Government  employees,  or  their  elected  representatives  (such  as 
local  Federal  employee  union  officials  ) should  be  consulted  by 
management  on  matters  concerning  personnel  policies  end  working 
conditions. 

A.  Strongly  agree 

B . Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 


45.  Union  representation  insures  that  employees  are  treated  with  dignity 
as  individuals. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D.  Agree 

E.  Strongly  agree 
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46.  The  presence  of  Federal  employee  union  representing  white  collar 
and  professional  workers  would  have  what  kind  of  an  impact  on 
employee-management  relations? 

A.  Relations  would  be  extremely  antagonistic. 

B.  Relations  would  be  somewhat  antagonistic. 

C.  There  would  be  no  chcnge  in  employee-management  relations. 

D.  Relations  would  be  somewhat  improved. 

E.  Relations  would  be  significantly  improved. 


47.  The  promotion  system  is  fair. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D.  Agree 

E.  Strongly  agree 


48.  Over  the  pest  few  years  working  conditions  have: 

A.  Deteriorated  significantly 

B.  Deteriorated  somewhat 

C.  Pretty  much  remained  the  same 

D.  Improved  somewhat 

E.  Imporved  significantly 

49.  In  my  organizational  unit  I have  the  opportunity  to  influence 
major  decisions. 

A.  To  a considerable  degree. 

B.  To  some  degree. 

C.  Somewhat. 

D.  I don't  have  much  influence. 

E.  I have  no  influence  whatsoever. 


50.  Compared  to  individuals  with  similar  education  and  training 
working  in  industry,  my  salary  is: 

A.  Considerably  higher. 

B.  Somewhat  higher. 

C.  About  the  same. 

D.  Somewhat  lower. 

E.  Considerably  lower. 

i 


51 . Strikes  can  be  a legitimate  means  of  collective  action  end  should 
be  permitted  for  Government  employees  in  non-critical  jobs. 


I 


| 
I 

A.  Strongly  egree 

B . Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 

52.  The  promotion  system  is  effective  (i.e.,  the  right/most  qualified 
person  is  generally  promoted.) 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D.  Agree 

E.  Strongly  agree 

53.  My  formal  supervisor  treats  all  employees  fairly. 

A.  Strongly  disagree 

B.  Disagree 

C . No  opinion 

D . Agree 

E.  Strongly  agree 

i 

I 

54.  I am  given  credit  for  work  ! have  done. 

A.  Never 

B.  Infrequently 

C.  Sometimes 

D.  Most  of  the  time. 

E.  All  of  the  time. 


55.  Overall  the  management  of  my  organization  is  competent  aid 
effective. 

A.  Strongly  agree 

B . Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 


i 


56.  Union  representation  at  my  organization  would  help  prevent  a 
major  reduction  in  force. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 

57.  Unions  have  been  successful  in  aiding  other  professional  employees. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 


58.  Professional  employees  would  benefit  from  larger  salary  increase  if 
they  were  represented  by  a union. 

A.  Strongly  agree 

B.  Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 

59.  The  benefits,  economic  and  otherwise,  obtained  from  belonging 

to  a union  more  than  compensate  for  the  monthly  dues  (approximately 
$5  per  month.) 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 


60.  Union  leaders  generally  act  in  the  best  interests  of  union  members. 

A.  .Strongly  disagree 

B.  Disagree 

C.  Inclined  to  disagree 

D.  Undecided 

E.  Inclined  to  agree 

f F . Agree 


61 .  It  hcs  been  said  that  unions  have  tended  to  emphasize  seniority 
as  the  most  important  consideration  for  advancement;  such  a 
practive  would  have  the  following  effect  on  my  organization: 


i 


I 

i 


i 


A.  It  would  greatly  improve  morale. 

B.  It  would  cause  some  improvement  in  morale. 

C.  It  would  have  no  impoct  on  morale. 

D.  It  would  have  a negative  impact  on  morale. 

E.  It  would  have  a disasterous  impact  on  morale. 


62.  If  a union  were  elected  by  members  of  my  organization  to  represent 
and  bargain  for  professional  employees,  I would  join. 

A.  I strongly  disagree 

B.  I disagree 

C.  No  opinion 

D.  I agree 

E.  I strongly  agree 


63.  Once  unions  enter  an  organization,  they  tend  to  gain  an  excessive 
amount  of  power . 

A.  Strongly  disagree 

B.  Disagree 

• C.  No  opinion 

D.  Agree 

E.  Strongly  agreee 


64.  A union  can  solve  problems  which  an  individual,  on  his  own,  would 
be  uncble  to  solve. 

A.  Strongly  cgree 

B . Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 

65.  If  a union  were  recognized  as  the  sole  bargaining  agent  for  my 
organization,  its  members  would  attempt  to  force  other  employees 
to  join  against  their  will. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 


/ 
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66.  In  the  public  sector,  union  lobbying  efforts  ere  more  effective  than 
bargaining  directly  with  management. 

A.  Strongly  agree 

B.  Agree 

C.  No  opinion 

D.  Disagree 

E.  Strongly  disagree 

Adequate  safeguads  exist  for  the  individual  employed  by  the  Government; 
there  is  no  need  for  Federal  employee  unions:  (Refer  this  to  questions 
67  and  68  only.) 

67.  To  represent  Government  employee  interests  in  Congress  through 
lobbying. 

A.  Strongly  disagree 

B.  Disqgree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 


68.  To  help  resolve  disputes  and  look  after  employee  interests  through 
direct  negotiation  with  the  Air  Force. 

» 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 

i 

69.  If  an  organization  of  federally  employed  professionals  (engineers  and/ 

1 or  scientists)  was  formed  to  represent  the  interests  of  this  group  (i.e., 

lobbying  for  pay  increcses,  presenting  grievances,  etc.),  I would  join. 

A.  Strongly  disagree 

B.  Disagree 

C.  No  opinion 

D . Agree 

E.  Strongly  agree 
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Captain  Richard  H.  Agnew,  Jr.  was  bom  on  1 September  1949  in  Washington  D.C. 

He  graduated  from  Olympia  High  School  in  Olympia,  Washington  in  1967  and  entered 
the  United  States  Air  Force  Academy.  Upon  graduation  and  commissioning  in  1971, 

| 

he  entered  Undergraduate  Pilot  Training  at  Webb  AFB,  Big  Springs,  Texas.  The  next 
four  years  were  spent  as  a pilot  in  tactical  airlift  flying  the  C-130E.  In  September 
1975,  Captain  Agnew  entered  AFIT  to  acquire  a Master  of  Science  Degree  in  Systems 
Management  as  part  of  his  rated  supplement  tour. 

Captain  Ralph  O.  Jennings  was  born  on  15  February  1948  in  Owosso,  Michigan. 

He  graduated  from  Owosso  High  School  in  1966  and  entered  the  United  States  Air 
Force  Academy.  Upon  graduation  and  commissioning  in  1970,  he  entered  Undergraduate 
Pilot  Training.  He  spent  the  next  five  years  as  a pilot  and  instructor  pilot.  In 
September  1975,  he  entered  AFIT  to  pursue  a Master  of  Science  Degree  in  Systems 
Management.  He  is  married  to  the  former  Sandye  Matznick  of  Owosso,  Michigan. 
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Results  of  the  analysis  indicated  that  overall  job 
satisfaction  predominates  among  scientists  and  engineers. 
There  is  general  satisfaction  with  supervision  but  dis- 
satisfaction with  top  management.  In  general,  attitudes 
toward  unions  and  union  membership  are  negative.  This 
negative  opinion  extends  to  union  practices,  powers,  and 
leadership.  It  appears  that  the  knowledge  possessed  by  the 
respondents  concerning  unions  does  not  have  a significant 
impact  on  their  attitudes.  The  negative  conception  appears 
to  be  rather  a product  of  a considered  opinion  of  the  aims 
and  activities  of  unions  and  not  upon  some  connotation  of 
the  word' ” uni on. ^ 1 

Additional  statistical  analyses  performed  on  the  data 
generally  confirm  the  findings  of  the  previous  study.  They 
also  show  that  the  attitudes  toward  unions  of  the  entire 
work  force  of  scientists  and  engineers  have  become  more 
negative.  In  addition,  indications  are  that  attitudes 
toward  the  individual's  organization  have  become  more 
negative. 

This  study  thus  confirms  a previous  empirical  study 
and  suggests  possible  areas  which  might  be  fruitful  for 
further  investigation. 
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